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PROMOTING INCLUSION: EXAMINING THE
NEED FOR DIVERSITY PRACTICES FOR
AMERICA’S CHANGING WORKFORCE

Thursday, October 17, 2019

U.S. HOUSE OF REPRESENTATIVES,
SUBCOMMITTEE ON DIVERSITY
AND INCLUSION,
COMMITTEE ON FINANCIAL SERVICES,
Washington, D.C.

The subcommittee met, pursuant to notice, at 3:20 p.m., in room
2128, Rayburn House Office Building, Hon. Joyce Beatty [chair-
woman of the subcommittee] presiding.

Members present: Representatives Beatty, Green, Gottheimer,
Pressley, Adams, Dean, Garcia of Texas; Wagner, Lucas, Mooney,
Kustoff, Hollingsworth, Gonzalez of Ohio, and Gooden.

Ex officio present: Representatives Waters and McHenry.

Chairwoman BEATTY. The Subcommittee on Diversity and Inclu-
sion will come to order. Without objection, the Chair is authorized
to declare a recess of the subcommittee at any time. Also, without
objection, members of the full Financial Services Committee who
are not members of this subcommittee are authorized to participate
in today’s hearing.

Today’s hearing is entitled, “Promoting Inclusion: Examining the
Need for Diversity Practices for America’s Changing Workforce.”

I now recognize myself for 4 minutes to give an opening state-
ment. Today’s hearing seeks to focus solely on retention and pro-
motion of diverse talent. We cannot just focus on recruitment,
which we already know is subpar sometimes. Too often, organiza-
tions place such a heavy emphasis on pipeline development that re-
tention aspects to diversity and inclusion practices are often ne-
glected. Research shows that many business leaders, primarily
white heterosexual males, underestimate the challenges that di-
verse employees face in moving up the ladder in the workforce.

In 2019, we have ongoing evidence from the data of diversity re-
quest that this subcommittee made to the top megabanks of the
country on the financial services industry demonstrating that
women and people of color are woefully underrepresented and un-
represented in leadership positions. Even more so in 2018, the
women in the workplace survey conducted by McKinsey & Com-
pany showed that for every 100 men promoted to manager, only—
I want you to hear this—only 60 Black women were promoted.

We know from our previous hearings on the business case for di-
versity, that the lack of women and people of color in leadership
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positions will reduce a company’s ability to: one, provide depth of
consumer insight; two, capture new markets; and three, yield
greater financial returns, which will eventually take a significant
financial and competitive toll on organizations. Strategy such as
fair pathways to promotion along with unconscious bias training
and sponsorship programs are tried-and-true resources for women
to navigate advancement barriers to their own career development.

According to the 2019 Boston Consulting Group report, when
companies were asked about diversity obstacles in the workplace,
nearly half of the companies responded that they lacked the appro-
priate mechanism to track promotions and to ensure that major
project assignments are bias-free. As we examine the diversity
practices of America’s workforce, it is clear from our hearings and
data collections that we can do better. We need to identify, to dis-
cuss, and to implement accountability metrics and strategic inter-
veiltion so that companies and government agencies deliver real re-
sults.

It is our hope that our expert witnesses today will share best
practices that, if implemented, could help organizations retain di-
verse employees and promote them to the highest organizational
levels.

Due to the foreseeable changes in American society, according to
the United States Census Bureau, the population of the United
States will be majority/minority, meaning women and minorities
will comprise 47 percent and 27 percent of the workforce respec-
tively. Therefore, it will be incumbent on all of our leaders to em-
brace the changing demographics by establishing a culture that
yields the best economic outcome and the most competitive advan-
tage.

With that, I would like to ask unanimous consent to add the fol-
lowing report from PricewaterhouseCoopers entitled, “Mending the
Gender Gap: Advancing Tomorrow’s Women Leaders in Financial
Services,” into the record. Without objection, it is so ordered.

I reserve the balance of my time for the Chair of the full Finan-
cial Services Committee, Chairwoman Maxine Waters. The Chair
now recognizes the ranking member of the subcommittee, the gen-
tlewoman from Missouri, Mrs. Wagner, for 4 minutes for an open-
ing statement.

Mrs. WAGNER. Thank you, Madam Chairwoman. First of all, 1
thank our witnesses for testifying before this subcommittee today.
And I look forward to hearing from all of you and learning more
about the most successful strategies for changing workplace cul-
tures within the financial services industry.

Over the past 9 months, this subcommittee has spent our time
seeking to ensure that the financial industry, along with frankly
many other sectors of the U.S. economy, is reaping the benefits of
our country’s diversity. Research shows that companies with more
diverse workforces outperform their less diverse competitors. Diver-
sity builds collective intelligence by helping teams remain more ob-
jective, process information more carefully, and even price stocks
more accurately.

In mid-August, Morgan Stanley issued a report demonstrating
that gender-diverse firms tend to outperform their less diverse
peers globally. Morgan Stanley’s new study identified that firms
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that prioritize equal representation receive a boost of up to 2.8 per-
cent in average returns annually, which translates into a sizable
sum if you are a firm as large as say, Walmart or Apple. Diversity
and inclusion are separate issues that must be addressed.

In an article published in the Harvard Business Review entitled,
“Diversity Doesn’t Stick Without Inclusion,” by one of our witnesses
today, Dr. Sherbin—and I look forward to your testimony in a bit—
she states that part of the problem is that diversity and inclusion
are so often lumped together that they are assumed to be the same
thing, but that is just not the case. In the context of the workplace,
diversity equals representation, and without inclusion, the crucial
connections that attract diverse talent, foster innovation, and lead
to the kind of business growth that I was outlining won’t happen.

Dr. Sherbin, I could not agree more with your sentiment. It is
one thing to hire diverse talent, but in order to reap the benefits
of a diverse workforce, there must be inclusion. We have heard
from previous witnesses in the subcommittee about best practices
that foster inclusion such as sponsorship and mentorship, employ-
ees’ resource groups, and diversity councils. I look forward to dis-
covering more today.

Although a company may be able to increase recruitment, it is
equally as important to focus efforts on making sure the environ-
ment is inclusive for retention. More can be done in both areas, but
it is encouraging to see corporations throughout the industry
proactively taking on the mission to improve diversity and inclu-
sion for their workforces. The progress has been slow, and more
can always be done, but good work is being accomplished.

The best practices that we are going to hear about today can be
held up as examples throughout the sector and used as starting
blocks for others in the industry to increase diversity and inclusion.

I thank you, Madam Chairwoman, for this hearing today, and I
would like to reserve the balance of my time for the ranking mem-
ber of the Full Committee, Mr. McHenry, when he arrives. Thank
you. I yield back.

Chairwoman BEATTY. Today, we welcome the testimony of a very
diverse and distinguished panel of five witnesses. Thank you all for
being here.

First, we welcome the testimony of Bernard Guinyard, the direc-
tor of diversity and inclusion at Goodwin. He implements programs
that embed diversity and inclusion practices into the fabric of the
firm’s culture, systems, and processes, which positively impacts the
employees’ experiences. He is also a board member of the Associa-
tion of Law Firm Diversity Professionals.

Second, Ruchika Tulshyan is a leading diversity and inclusion
strategist, and founder of Candour. She writes regularly for publi-
cations including the Harvard Business Review, Forbes, and the
Seattle Times. Her articles have appeared in The Wall Street Jour-
nal, Time, and Bloomberg. She is also the inaugural distinguished
professional-in-residence for the Communication Department at Se-
attle University.

Third, Patricia Mota is the president and CEO of the Hispanic
Alliance for Career Enhancement. She has a strong history of serv-
ing the Latino community, as reflected by her service on various
not-for-profit boards and committees, most recently serving as a



4

board member on the Illinois Treasurer Latino Advisory Council
and the Indiana University Latino Alumni Association Board.

Fourth, Rod Graves is the executive director of the Fritz Pollard
Alliance Foundation. His experience spans over 37 years, including
as senior vice president of football administration for the New York
Jets of the National Football League, and as general manager of
the Arizona Cardinals.

And finally, Dr. Laura Sherbin is the vice president of
Culture@Work. She is an economist who specializes in the creation
of advantage through inclusion and diversity. Most recently, she
was co-president at the Center for Talent Innovation in New York
City, a premier think tank and content provider that studies global
workplace diversity.

The witnesses are reminded that their oral testimony will be lim-
ited to 5 minutes. And without objection, your written statements
will be made a part of the record.

The witnesses are also reminded to turn their microphones on
and to abide by the three lights in front of you: green means go;
yellow means wrap it up; and red means stop.

Mr. Guinyard, you are now recognized for 5 minutes to give an
oral presentation of your testimony.

STATEMENT OF BERNARD GUINYARD, DIRECTOR, DIVERSITY
AND INCLUSION, GOODWIN

Mr. GUINYARD. Thank you, Chairwoman Beatty. At Goodwin, we
are committed to promoting diversity within our firm and in the
legal profession, and also fostering an inclusive environment in
which each attorney and professional can excel and thrive. Diver-
sity and inclusion are our core values at Goodwin and we believe
that makes us stronger as a firm, as a provider of legal services,
and as an employer. It is also a matter of justice for us. We believe
that equity demands a diverse workforce in the legal profession,
and we have a lengthy track record of enabling equal access to
legal systems through our pro bono efforts and our broad non-dis-
crimination policies.

Inclusion@Goodwin, which was established in 2014 and is led by
our firm’s Chairman Emeritus David Hashmall, drives the firm’s
diversity and inclusion strategic initiatives. Some of our core efforts
include bias disruption campaigns, inclusive leadership training
and upward feedback for our leaders, sponsorship initiatives, and
also practice group action plans. These strategies are com-
plemented by the robust engagement of our affinity groups, which
include our Committee on Racial and Ethnic Diversity, our Pride
Initiative, and our Women’s Initiative, all of which promote
connectivity, networking, and advancement within our firm.

At Goodwin, we recognize that despite significant commitment
and our hard work, we need to work even smarter and faster on
our diversity goals, focusing on development, retention, advance-
ment, and leadership. To demonstrate our leadership in this area
and our willingness to disrupt the status quo, we have elected to
sign onto bold initiatives led by Diversity Lab. The first, the Mans-
field Rule, is a law firm slate diversity initiative launched in 2017.

The second, the Move The Needle Fund, is a collaborative effort
designed and funded with $5 million to test innovative initiatives
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to create a more diverse and inclusive legal profession. Under the
Mansfield Rule, law firms who are participating are expected to
consider a diverse slate of candidates for influential and leadership
roles within our organizations. We are also encouraged to create
and post descriptions of these leadership roles to ensure that the
processes and election and or appointment to these roles are trans-
parent and accessible to all lawyers.

As an example of the Mansfield Rule in action, if a firm’s man-
agement committee has identified a short list of five candidates for
an opening on its executive committee, under the Rule, at least two
candidates must be a woman, an attorney of color, or LGBTQ+.
Firms that consider diverse attorneys for 70 percent or more of
their leadership committees qualify for Mansfield certification.

After successfully achieving Mansfield certification last year, the
firm recently achieved Mansfield certification for a second time,
and Diversity Lab also named us as Mansfield Certified Plus, being
recognized for achievement of at least 30 percent in our leadership
ranks. Currently, Goodwin’s most senior leadership committees are
35 percent diverse, which is a significant achievement for the firm
and signals the progress we have been making ever since imple-
menting the Rule.

The second initiative, which has recently been launched, is a
trailblazing effort which brings five law firms together to partner
with Diversity Lab in a joint venture, which allows us to actually
collaborate with each other but at the same time partner with 25
general counsels at influential companies to pursue bold, public,
metric-based goals to be achieved within 5 years.

For us, we have chosen the following goals based on specific chal-
lenges we at Goodwin are trying to address. By January 2025, the
diversity of the Goodwin senior associate population and its popu-
lation of partners and equity partners elevated in the preceding 5
years will match or exceed its entry level associate diversity, which
will be consistent with or greater than the diversity of graduating
law student classes by gender, race, ethnicity, and LGBTQ+ iden-
tity.

Additionally, the collective composition of all firm leadership
committees will be at least 40 percent diverse. To achieve our
goals, we are not only investing $1.25 million, but we will be test-
ing out various initiatives. The benefits of signing up for such bold
initiatives allows us to set bold goals, create transparency and ac-
countability, garner significant investments, fuel innovation, and
perhaps most importantly, enable opportunities for collaboration.
Thank you.

[The prepared statement of Mr. Guinyard can be found on page
33 of the appendix.]

Chairwoman BEATTY. Thank you. Next, Ms. Tulshyan, you are
now recognized for 5 minutes to give an oral presentation of your
testimony.

STATEMENT OF RUCHIKA TULSHYAN, DIVERSITY AND
INCLUSION STRATEGIST AND AUTHOR

Ms. TULSHYAN. Good afternoon. A special thank you to Chair-
woman Beatty and the members of the subcommittee for inviting
me to talk about this important issue of promoting inclusion in the
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workplace. I come here representing my views and mine alone as
an immigrant woman of color and a working mother. I would like
to focus on four key areas today where women—and I am centering
on women of color in my testimony—face barriers to retention and
advancement at work with data backed to propose solutions.

Multiple studies show women are graduating college at higher
rates than men but remain severely underrepresented in leader-
ship roles in America. We are forced to navigate workplaces de-
signed without us in mind, despite ample evidence highlighting
why harnessing diversity and inclusion in the workplace is key to
American competitiveness, prosperity, and innovation.

For women of color, the situation is dire. White women hold 19
percent of C-suite positions, but women of color hold only 4 percent.
Research finds women of color face harmful stereotypes about our
professional competence, leadership ability, and behavior. This data
is extremely significant because by 2060, the majority of all women
in the United States will be women of color.

A Washington Post headline last month stated that for the first
time, most new working-age hires in the United States are people
of color. We simply cannot turn away from designing an equitable
workforce. The demographics are changing in front of our very
eyes. The first barrier is the challenge of working motherhood. It
is a travesty that one in four American women go back to work
within 10 days of giving birth. We are the only developed country
in the world that does not guarantee paid maternity leave, so too
many women have to make the heartbreaking choice between a
paycheck and giving birth at work.

At work, we face the motherhood penalty, where we are penal-
ized by lower-paying job opportunities and even perceived com-
petence for having children. And guess what, when men become
dads, they receive a fatherhood bonus. No wonder 43 percent of
working mothers leave the workforce in America. One research-
backed solution is to federally mandate paid family leave, not only
for when a woman gives birth, but also for time off when a family
member is sick, and offer it to mothers and fathers, so not only
women are responsible for childcare.

By the way, a study found that businesses save $19 billion annu-
ally by retaining female employees when they offer 16 weeks of
fully-paid maternity leave. It is literally a win-win for businesses,
families, and our society.

Second, women need sponsors, we do not need more mentors. In
fact, research shows we have more casual mentors at work than
men. Sponsorship means having more leaders personally invested
in our success who offer us the top jobs, the high-visibility projects,
and the insider knowledge that men often get informal access to on
the golf course or at dinners that women are not invited to. Early
pilots of sponsorship programs in some innovative companies have
yielded positive results in the advancement of women.

Third, we need office housework to be distributed equitably. “Of-
fice housework” refers to the unglamorous work—the meeting
notes; ordering of lunches; mentoring of interns, etc.—that does not
get recognized or lead to promotion. Office housework is dispropor-
tionately assigned to women and people of color. One study found
that women do 30 percent more of it than white men. We must en-
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sure women don’t get saddled with these tasks because they have
a real and recognizable impact on their career advancement. In
short, equitably distribute office housework.

Fourth and most importantly, leaders must address their own
personal biases and also actively champion equity. In writing my
book, I found that across industries, organization size, and geog-
raphy, companies that exhibited more gender equality than their
peers all had only one trait in common: leadership buy-in for diver-
sity. We must ensure our leaders of corporations and governments
alike understand the unique barriers faced by professional women
and people of color, and work actively to dismantle them.

Advocacy efforts must be backed by well-resourced chief diversity
offices, prioritizing inclusion so women can safely report harass-
ment or bias without retaliation. Members of Congress, there is no
issue we are facing today that doesn’t impact underrepresented
communities more acutely—climate change, immigration, violence,
poverty, access to healthcare; the list is long, and you are well fa-
miliar with it.

What type of innovative solutions could be designed if more
women, especially women of color, were in leadership roles to tack-
le them? It is absolutely crucial for the future of the American de-
mocracy to prioritize championing women. Thank you.

[The prepared statement of Ms. Tulshyan can be found on page
45 of the appendix.]

Chairwoman BEATTY. Thank you. Next, we have Ms. Patricia
Mota. Ms. Mota, you are now recognized for 5 minutes to give an
oral presentation of your testimony.

STATEMENT OF PATRICIA MOTA, PRESIDENT AND CEO,
HISPANIC ALLIANCE FOR CAREER ENHANCEMENT

Ms. MotA. Chairwoman Beatty, Ranking Member Wagner, and
members of the subcommittee, thank you for the opportunity to
share my testimony, and thank you to you and your staffs for your
dedication to building a more inclusive workforce and society. I
serve as an advocate for access and equity, personally fulfilling my
mission to close the education and career gaps that I have person-
£a}lly faced and that many in our Black and Brown communities
ace.

I serve as president and CEO for the Hispanic Alliance for Ca-
reer Enhancement or HACE, a national nonprofit dedicated to the
employment, development, and advancement of current and aspir-
ing Latino professionals. Our mission is to positively impact the
American workplace by cultivating the pipeline of talent and pro-
viding professionals the insight, access, and support to be success-
ful in their careers.

Since 1982, and with a network of over 64,000 members and 90
corporate partners across the country, HACE works with employers
to remain competitive in an increasingly dynamic economy by help-
ing them attract, retain, and develop Latino talent. We carry out
our mission through three core areas: one, talent acquisition pro-
grams, services, and opportunities where we actively connect talent
with employers; two, pipeline and leadership development pro-
grams that cultivate, build, and develop the pipeline of Latino tal-
ent from high school level to the C-suite; and three, through leader-
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ship and branding events, roundtable discussions on diversity and
inclusion best practices, and professional and employer’s success
stories and impact.

HACE’s vision to see a world where Latinos reach their full po-
tential for themselves and for our communities that we serve feels
a bit closer to reality when I witness our year-round programs and
events. Yet, we are disproportionately underrepresented in highly-
compensated professional and leadership roles across corporate
America and other sectors. We are part of the youngest and the
fastest-growing population group in the United States, and with an
older and more diverse workforce, Latino’s access to education,
meaningful jobs, and advancement is critical for the economic
progress of our country.

Statistics show that impact of Latinos on the economy today and
in the future. U.S. Latinos are the current and future workforce.
In 2018, Latinos made up 29 million workers in the U.S., and by
2020, U.S. Latinos will make up 74 percent of the growth in new
workers. U.S. Latinos are creating jobs. Within the last decade, 86
percent of all new businesses in the U.S. were launched by Latinos,
with Latinas, women, creating businesses 6 times faster than any
other group.

U.S. Latinos are educated. More students are completing high
school and college than ever before. High school dropout rates de-
creased from 34 percent in 1996 to 10 percent in 2016, and college
enrollment increased from 35 percent to 47 percent in the same
timeframe. Employers must focus on the promotion and retention
of diverse talents in order to build a more inclusive workforce.

At a former employer, I was told that I was not promoted to the
next position, not because of my qualifications, but because the se-
lection committee felt more comfortable with the other candidate.
The other candidate was an older white male. The selection com-
mittee was all white. While this case was blatant, this is not un-
common where biases against race, gender, or age hinder someone’s
opportunity for career progression.

My top three recommendations of many are first, to require bias-
inclusive diversity training. Formal training can help identify some
of the conscious and unconscious biases that reduce the negative ef-
fects in the workplace. Also, provide access to these trainings.

Second, require a diverse slate of candidates for all positions, in-
cluding top-level positions. Diverse leadership teams boost innova-
tion and profits. According to the Boston Consulting Group, diverse
leadership teams account for 45 percent innovation growth versus
26 percent with below average diversity scores and 45 percent mar-
ket share growth. Engaging and essentially partnering with organi-
zations like HACE grants employers access to diverse talent.

And third, supporting employee participation in affinity groups
and leadership programs. Programs like HACE’s women’s leader-
ship program, Mujeres de HACE, which empowers Latina profes-
sionals to succeed professionally and thrive personally, are key to
moving the needle.

The program is a cohort model, a safe space of 24 hours of cul-
turally relevant training, coaching, leadership assessments, en-
gagement of successful Latina role models and mentors, and spon-
sors who have effectively catapulted the careers of our alumnae: 40
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percent have seen a promotion within less than 6 months, and an
additional 30 percent within less than 12 months.

In order to build a more inclusive and diverse workforce, today’s
employers must consistently, intentionally invest in these and sev-
eral other practices over the long term. Thank you.

[The prepared statement of Ms. Mota can be found on page 39
of the appendix.]

Chairwoman BEATTY. Thank you very much. Next, we have Mr.
Rod Graves. Mr. Graves, you are now recognized for 5 minutes to
give an oral presentation on your testimony.

STATEMENT OF ROD GRAVES, EXECUTIVE DIRECTOR, FRITZ
POLLARD ALLIANCE FOUNDATION

Mr. GrRAVES. Chairwoman Beatty, thank you, and to the mem-
bers, thank you for your work, and I certainly appreciate the oppor-
tunity to address you today. My name is Rod Graves, and I am the
executive director of the Fritz Pollard Alliance (FPA). I joined the
FPA in June of 2019 after serving 35 years in the National Football
League. I also worked for 2 years in the United States Football
League before joining the NFL. I have served in a number of execu-
tive and leadership roles.

My career has been influenced by great personnel men like John
Wooten, Tank Younger, Milt Davis, Charles Garcia, Bill Nunn,
Dick Daniels, and Bill Tobin. Fritz Pollard is an advocacy group.
We were co-founded in 2003 by the late Johnnie L. Cochran, Jr.,
and civil rights attorney Cyrus Mehri of Mehri & Skalet in Wash-
ington D.C. For the past 15 years, the group has been led by John
Wooten, a former NFL player and team executive.

Mr. Wooten’s dedication to diversity and equal opportunity set
the foundation for our organization. He retired in the spring of this
year. Our members include coaches, scouts, front office personnel,
and gameday officials. Our primary focus is on the men and women
of color within the National Football League. Our mission is to
champion diversity in the NFL through education, and to provide
our members with resources that will help them to succeed at
every level of the game.

Our vision is to see diversity of leadership in the business plan
of every sports team. We believe that diversity is good for the
game. The Rooney Rule originated with the Fritz Pollard Alliance.
The Rule, named after the late Dan Rooney, owner of the Pitts-
burgh Steelers, requires NFL teams in search of a head coach and
general manager to interview multiple diverse candidates. Enforce-
ment rests with the NFL. Commissioner.

The efforts behind the Rooney Rule have been extremely success-
ful. The Rule has produced a record number of minority head
coaches and general managers, and that has built up pipelines of
talent around the league. We have also seen the Rule adopted by
corporations such as Xerox, Intel, Facebook, Microsoft, Goldman
Sachs, and others. The Rooney Rule has impacted both my per-
sonal and professional success. In 2004, Bill Bidwill, owner of the
Arizona Cardinals, hired Dennis Green as the organization’s first
African-American head coach, and made me general manager. We
were the first Black GM/head coach combination in NFL history.
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As a team executive, I participated in the hiring of several head
coaches, coordinators, and other football executives. The exposure
that my organization and I gained to diverse candidates as a result
of the Rooney Rule was invaluable. The Rooney Rule benefits di-
verse candidates as well. The exposure gained by the diverse can-
didates during an interview process helps them to be better-pre-
pared, and to be more informed about the industry and the organi-
zations that they are seeking to join.

What we have learned over the years about the Rooney Rule and
the other equal opportunity initiatives developed in the NFL is that
alone, they do not guarantee positive outcomes for diversity. Sus-
tained success requires a commitment by those making the deci-
sions. We have seen that commitment by a number of NFL teams.
It is most apparent which teams have shown a commitment to di-
versity of leadership and have created a D&I strategy for their en-
tire organization. Our goal is to work with the NFL to expand this
approach and to embrace diversity as good and right for the game.
Thank you.

[The prepared statement of Mr. Graves can be found on page 28
of the appendix.]

Chairwoman BEATTY. Thank you very much. Dr. Sherbin, you
are now recognized for 5 minutes to give an oral presentation of
your testimony.

STATEMENT OF LAURA SHERBIN, VICE PRESIDENT,
CULTURE@WORK

Ms. SHERBIN. Thank you, Chairwoman Beatty, Ranking Member
Wagner, and members of the subcommittee, not just for the invita-
tion to come today, but also for your time and attention to this very
important agenda. Time is our scarcest resource, and it is reflective
of the importance of the mission that we all come here today to
solve, that we are all taking the time.

As you may know, I have done a great deal of research on this
topic, and have had the opportunity to partner with many compa-
nies to help them achieve the goal that we are talking about today.
I believe it is a core responsibility of leading companies and also
of government to ensure that one of the nation’s greatest assets,
our talent pool, is fully engaged to its greatest potential for the
benefit of individuals, the benefit of companies, and the benefit of
our collective Union.

Even as women are achieving degrees in record numbers, as we
all know, there are no women running major financial services
companies. Fewer than one in five have these roles, according to
the recent McKinsey & Company report. The concrete ceiling re-
mains firmly in place. And I know it is not for lack of effort. I have
been on the front lines with many of these companies. Financial
services companies were among the first to embrace the cultivation
of greater gender diversity, and 90 percent of them today say they
are committed to it.

Despite decades of effort, the financial services sector’s gender
equality movement has not made the necessary gains. Why? Diver-
sity focus tactics, as we have discussed, don’t work without an ef-
fort to create a truly inclusive culture that not only attracts women
but makes them feel valued and welcomed. Diversity is being asked
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to attend the party. Inclusion is being asked to dance. To truly
change the ratios of women and other marginalized groups in
power, it is important to first look at the factors that cause the gap
and then devise solutions to overcome them.

The first very critical factor is the value proposition of the indus-
try. Financial services careers are known for offering lucrative sala-
ries and benefits packages in exchange for high-demand careers,
but long hours, extensive travel, and personal sacrifices make these
roles often unsustainable not just for women with children, but also
to anyone with caregiving responsibilities.

Relationship capital is the second area. This goes beyond just
mentors and sponsors. Relationships make or break a career. It
takes a village to raise a family, we all know that, but it takes a
village to advance your career in any industry and to advance your
personal agenda. According to Working Mother Media research,
women are considerably less likely than men to receive advice on
how to advance and to be invited to the very critical tables. We also
find that there are hidden off-ramps within, especially, the finan-
cial services sectors. Because the networks are notoriously closed,
many women don’t get the critical opportunities to position them-
selves for success. This includes P&L experience, but it stretches
all the way to development opportunities that ultimately lead to
promotions and pay raises.

And we all know that bias still undercuts opportunity in this in-
dustry. What it will take is a secure commitment and modeling
from leaders. Any culture shift needs to start with the support and
participation of leadership. Leaders need to be visible in their par-
ticipation to make sure it happens, and to articulate its impor-
tance. Diversity, I believe, is a business problem, and needs to be
treated as such. We also need to ensure that we are measuring
what matters and focusing on accountability, conducting regular
pay equity audits, and ensuring that employees are being paid fair-
ly for equal work.

Track not just the lagging indicators of diversity, the representa-
tion, the level, and turnover, but also the leading indicators of in-
clusion leader behaviors, candidate access to stretch and develop-
ment opportunities, and perception of bias within the system, be-
cause when it comes to bias, perception is reality. By treating di-
versity and inclusion like the business problem it is, companies in
the financial services industry can make impressive strides to-
wards a better future for the industry overall. Thank you.

[The prepared statement of Ms. Sherbin can be found on page 42
of the appendix.]

Chairwoman BEATTY. Thank you so very much. I thank all of the
witnesses for their powerful testimony and also for the information
that you provided for us. And now, I will recognize myself for 5
minutes for a series of questions. Let me start by saying that I like
to be invited to the dance, and I certainly like to dance, so I thank
you for that. I am so glad, Mr. Graves, that you talked about Dan
Rooney, so I won’t have to go through what I have here.

His son visited me a couple of weeks ago, and he was so in-
trigued with my Beatty Rule, which was patterned after the Roo-
ney Rule with the Federal Reserve, because what we found is that
in a hundred-year history, there had not been a person of color, an
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African American, as one of the Presidents. And along with a lot
of other things, the very qualified Raphael Bostic, in 2017, was
made the President of the Federal Reserve out of Atlanta.

But my question is based on what you talked about with the
NFL and all of your successes. What would you say to your col-
leagues sitting here that we should do to make sure that we get
more minorities and women and people from Appalachia and Vet-
erans? How do we make this happen? If we don’t have a Dan Roo-
ney and a Joyce Beatty, let’s say, how do we make that happen?

Mr. GRAVES. Thank you. I believe at his core that all of the work
and commitment, the great work that all of us do is only a part
of what is required for sustainable success behind D&I. I believe
that without an actual commitment by those who are making the
decisions, that foundation is at least wobbly if not insecure. And
what I found through my work with great owners like Ed
McCaskey of the Chicago Bears and Bill Bidwill of the Arizona
Cardinals is that diversity has to be intentional, and it has to be
an effort and a commitment by those from the very top to make
it happen.

And so, with all of the preparation programs that are created, if
you don’t have a commitment by those who are making the deci-
sions, then our chances for success are just that, chance.

Chairwoman BEATTY. Thank you. My time is running out, so I
am going to ask a series of questions and ask everyone to respond
to the same question. We are here with the ranking member and
colleagues on both sides of the aisle, because at the end of our time
here, we want to be able to say we made a difference. So, tell me,
what would be the number one thing you would advise us to do as
we are on this diversity and inclusion journey? We will start with
you, Ms. Sherbin.

Ms. SHERBIN. The number one thing is measuring the leading in-
dicators of inclusion and diversity, creating transparency around
them, and holding ourselves and each other accountable for reach-
ing them.

Chairwoman BEATTY. Thank you. Ms. Mota?

Ms. Mota. What I would say to add to that is just being aware
of our own individual biases and our own capabilities because I
think the more that we are aware of ourselves and our organiza-
tions, the more familiar and aware we become of others, and help-
ing that bridge of understanding.

Chairwoman BEATTY. Ms. Tulshyan?

Ms. TuLsHYAN. I would really focus on the most underrep-
resented voices. Whose voice is really not being heard and go there
and find out what are the institutional, and what are the barriers
that are holding that person and those communities back and start
from there.

Chairwoman BEATTY. Mr. Guinyard?

Mr. GUINYARD. I would say communication, being able to ensure
that we are sharing our goals and what our destinations will be so
that we are engaging everyone to participate in initiatives. The
other piece is pushing it down into the organization so that every-
O}Ille feels that they are accountable, and it is not just stratified at
the top.

Chairwoman BEATTY. Mr. Graves?
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Mr. GRAVES. I would encourage you to focus on a grassroots pro-
gram that grows diversity from the very bottom up through organi-
zations.

Chairwoman BEATTY. Thank you. Let me just wrap up quickly,
because I only have 5 seconds. What I also heard from all of you
was pay equity access, adjusting the interview process, culture
change, childcare, and equity in education. This was very helpful
to us, and I want to again thank you for being here.

Now, I recognize my friend, the ranking member of the sub-
committee, Mrs. Wagner, for 5 minutes for questions.

Mrs. WAGNER. I thank the chairwoman, always. Let me start by
asking unanimous consent that Ranking Member McHenry’s re-
marks be entered into the record.

Chairwoman BEATTY. Without objection, it is so ordered.

Mrs. WAGNER. Thank you. According to Mercer’'s When Women
Thrive report, women hold 26 percent of senior management posi-
tions and only 15 percent of executive positions in the finance in-
dustry. These figures have stayed relatively flat over the past dec-
ade, sadly. Dr. Sherbin, why are we not seeing more gains with re-
spect to women and women of color in senior management posi-
tions in the financial services industry?

Ms. SHERBIN. The critical piece to understand is that while the
industry has done a lot of initiatives and programming on this
front, they have not changed core concentrations of where access to
power is in these industries.

They have not changed the work norms in the way work is done
in the same way honestly that some other sectors have. Asking the
very critical questions, do I need to travel? Do I need to spend long
hours in the office? Must I truly be available 24/7? And should I
come back 10 days after having a child? These are all very critical
questions to ask in terms of how work is done, and then access to
power in terms of relationships and how you can advance in your
career.

Mrs. WAGNER. And you have been advising companies in this re-
gard, is that correct?

Ms. SHERBIN. Absolutely.

Mrs. WAGNER. Great. I would like to submit for the record,
Madam Chairwoman, the fifth annual women in the workplace
study conducted by Lean In and McKinsey & Company.

Chairwoman BEATTY. Without objection, it is so ordered.

Mrs. WAGNER. This study comprises data from 329 companies.
We have been talking about data, and Ms. Tulshyan, I appreciated
your comments about data being delivered and driven by that—389
companies with a collective 13 million people on their payrolls and
shows that while real progress has been made at the C-suite level,
there is still much more progress to be made for women trying to
grasp that first rung of the management ladder.

The study found that three main areas where companies should
focus their efforts to create a more inclusive office that reaps the
economic benefits we know come with a diverse workforce, compa-
nies should focus on better understanding the corporate pipeline,
focusing on the culture of work and we have talked a little bit
about that, and turning commitment to diversity into real action.
And some of you are on the front lines of doing that.
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Dr. Sherbin, your research has concluded that mandates do not
work when trying to maintain a diverse workplace. Diversifying the
workforce is only one piece of that puzzle. And the more crucial
component to me is maintaining that diversity. Can you talk us
through how companies can do that?

Ms. SHERBIN. Absolutely. Mandates, in the same way as recruit-
ment, they get people in a chair. They get them in the seat. They
don’t ensure that their voice is heard, that they are valued, that
they are able to contribute. In fact, you will find that most of the
gains that we talked about in terms of financial gains and innova-
tion gains from having diversity, a necessary condition is inclusion
to ensure that people are able to contribute to their full potential.
It also ensures that they will stay, and they will advance. Without
inclusion, diversity becomes a revolving door.

Mrs. WAGNER. That is absolutely correct. And we have talked a
lot on this committee about the differences between diversity and
inclusion, about unconscious biases, about how we make a work-
force culture that doesn’t have that revolving door, and I am very
concerned about those at the bottom rung and then being able to
maintain as they try and move up the ladder. Ms. Tulshyan, do you
have any comments in this regard, especially when it comes to the
inclusion side of things?

Ms. TULSHYAN. Absolutely, and I actually want to take this won-
derful definition of diversity being invited to the party, and inclu-
sion being asked to dance. Verna Myers from Netflix coined that,
and added that equity is very central to this, and equity is being
part of the planning committee.

Understanding what are some of the institutional historical bar-
riers that have kept women and women of color out of these very
highly coveted roles and really seeking to eliminate those barriers.
And without that, we are not going to.

Mrs. WAGNER. You are absolutely correct. And I wish I had more
time, but I do not. I will have to yield back, but I can say that we
also had discussions about the Rooney Rule not just applying to the
candidates but to those interviewing, and that is absolutely key, I
think, to what we are trying to sustain here. I thank you all, and
I yield back.

Chairwoman BEATTY. Thank you. The Chair now recognizes the
gentlewoman from North Carolina, Ms. Adams for 5 minutes.

Ms. Apams. Thank you, Madam Chairwoman, and let me thank
all of you who are witnesses for being here today. We certainly ap-
preciate you taking the time and sharing your testimony. As many
of you have outlined, making an investment in diversity, inclusion,
and equity is not only the right thing to do, the data show us that
it makes good business sense. Companies and organizations func-
tion more effectively, and experience increased productivity and
greater profitability.

In order to effectively create a culture of inclusion it requires, as
you said, intentionality and leadership. For far too long, leaders of
corporations that pay lip service to the importance of diversity, and
I am grateful that in this subcommittee, led by our most capable
chairwoman, we are focused on identifying solutions and efforts
that can will disrupt the status quo.
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When 1 first came to Congress, I was concerned about the lack
of focus on Historically Black Colleges and Universities (HBCUs),
so I launched the Congressional bipartisan HBCU Caucus. I am a
two-time graduate. I spent 40 years on the campus of Bennett Col-
lege at an HBCU in Greensboro. So, the Caucus is focused on rais-
ing national awareness, educating Members of Congress, and in-
creasing Federal investments in HBCUs. And every year, these
schools produce more than 40 percent of Black engineers,
healthcare professionals, and lawyers, just to name a few.

When I meet with companies and financial institutions, I always
tell them that if HBCUs are not a part of the industry’s diversity
and inclusion strategies, you are not doing it right. HBCUs are a
critical pipeline of talent, and cultivating strong partnerships and
relationships with the schools can provide industries with an op-
portunity to diversify their workplaces.

I look forward to hearing more about the research and the work
that can be done, but let me ask this question. To increase the di-
versity in law firms, and of course the legal profession, some firms
have implemented the Mansfield Rule, where the firm considers in
a new study at least 30 percent of women, racial ethnic minorities,
and members of the LGBTQ+ community.

Mr. Guinyard, your firm, Goodwin, is considered a leader when
it comes to diversity. So, can you share whether the Mansfield Rule
is working at Goodwin and other firms in increasing the diversity
and leadership?

Mr. GUINYARD. Yes. At Goodwin, it has definitely had an impact.
As 1 stated earlier, we have increased our representation on our
most senior leadership committees to 35 percent diversity. In addi-
tion to that, it has also elevated the visibility of focusing on ensur-
ing that there are diverse slates. There is research that states that
the more you increase the final slate of panelists for positions, you
increase the likelihood of offering an opportunity or elevating some-
one to a position who has a certain kind of diversity, whether it is
race, gender, ethnicity, or LGBTQ+.

I wanted to go back to your earlier question around HBCUs. One
initiative that we are partnering with as we talked about earlier
is the Move the Needle Initiative. One of the things that we will
be doing with these other firms and also these general counsels is
exploring additional schools, law schools that often tend to get
overlooked to find that top talent. We tend to kind of fish in the
same ponds, the same talent, and so our approach is to really find
diverse talent and to add in, create, or expand the pool in really
exploring different universities where we can find racial and ethnic
diversity.

Ms. ApAMS. How does public disclosure help law firms and other
organizations be accountable more for improving diversity and in-
clusion?

Mr. GUINYARD. First, the Mansfield Rule, in the first iteration of
it, we had roughly 40 firms sign on, and it has increased to roughly
60 or 70 firms as a result of the recognition, of being certified. But
public disclosure creates a level of accountability. And if you are fa-
miliar with law firms, we don’t want to put numbers out there be-
cause we don’t want to really have targets or quotas, or the as-
sumption thereof.
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Ms. ApaMS. Okay. Let me move on if I can. I hate to disrupt you.
I wanted to ask Ms. Tulshyan a question. What steps can we take
to help industry shed their implicit and explicit biases?

Ms. TuLsHYAN. Thank you.

Ms. ApAaMS. We have 24 seconds.

Ms. TuLsHYAN. That’s a loaded question for 24 seconds. Really
quickly, it has to come from the education and personal awareness
building around personal biases. And what we find is a lot of lead-
ers, they operate from good intentions, they want to do the right
thing, they want to engage more with women and people of color,
they just don’t sit down and think about how their actions are con-
tributing to systemic bias. And fishing from the same pond, hiring
people who look like them.

Ms. ApaMS. Thank you very much, and I will probably send you
some questions in writing for the record. Thank you very much.
Thank you, Madam Chairwoman. I yield back.

Chairwoman BEATTY. Thank you. The Chair now recognizes the
gentleman from Tennessee, Mr. Kustoff, for 5 minutes.

Mr. KusToFF. Thank you, Madam Chairwoman, for convening to-
day’s hearing, and thanks to the witnesses for appearing this after-
noon. Mr. Graves, if I could, you have had a long and distinguished
career in the NFL, and you have talked about the importance of
the Rooney Rule. Out of curiosity, does the NFL have a Rooney-
type rule as it relates to ownership of the teams?

Mr. GRAVES. Not that I am aware of, but I can check into it.

Mr. KusTOFF. It does seem like if the ownership were more re-
flective of the executives or vice versa, that in theory—I don’t want
to put you on the spot because you worked with the NFL—that
could put some pressure on the NFL to further increase diversity
among its coaching and executive ranks. Is that a fair statement?

Mr. GRAVES. I would assume that it is fair.

Mr. KusTOFF. Dr. Sherbin, in the opening statements that were
made by the witnesses, at least two of you talked about mentoring,
and maybe also, a couple of you talked about networking. Can you
talk about, as it relates to your study, the importance of net-
working and mentoring as it relates to growing diversity—which
you have talked about in the financial services world, so I thought
I would ask you whether it relates to financial services or other in-
dustries, if you could?

Ms. SHERBIN. Absolutely. Mentoring and networking, and in par-
ticular sponsorship, extends far beyond the financial services in-
dustry. It is very simply the way power is transferred in our soci-
ety. You see these relationships everywhere. It is about seeing
someone junior than you, believing in them, investing in their suc-
cess, and putting them up for a promotion. As we all know, pro-
motions happen in rooms that we are not privy to, so what we need
is someone in that room to say our name, and that is a member
of our network, ideally our sponsor.

Mr. KUSTOFF. Is there a way to increase the mentoring and the
networking? Are there ways?

Ms. SHERBIN. There are very key ways in which companies have
made great strides. One is exposure and opportunity, and truly en-
suring that leaders see talent not just that they would naturally
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see. Also, training and proactive education. To teach and coach not
just leaders as potential sponsors, but also potential proteges.

The right way to cultivate these relationships across differences.
The fact of the matter is we live in a very segregated society and
this means that we are often asking employees and companies to
create relationships across differences when they have not done it
in their personal lives. And we need to provide education so that
they are successful.

Mr. KustoFF. Thank you. If I could, Dr. Sherbin, there was a
2017 GAO study that found that overall representation and man-
agement in financial firms has slowly increased over the last dec-
ade. And if I could, as it relates specifically to financial firms, can
you address the cultural changes to increase inclusion for both
women and minorities?

Ms. SHERBIN. In order to really address inclusion for women and
minorities, it is around reading of the bias, teaching individuals to
work across differences, and holding individuals accountable for not
just diversity but also inclusion, which I will tell you, while it is
harder to measure than diversity, it is absolutely possible. Finan-
cial services industries can measure anything. I assure you that
they can measure inclusion.

Mr. KUsTOFF. And if I could, along those lines, can you compare
how financial services firms are doing compared with other indus-
tries?

Ms. SHERBIN. In many other industries, they are ahead of finan-
cial services firms in terms of representation, and we have seen it
in many, many reports and through many data sources.

Mr. KusTOFF. Thank you. I yield back the balance of my time.

Chairwoman BEATTY. Thank you. The Chair now recognizes the
gentlewoman from Pennsylvania, Ms. Dean, for 5 minutes.

Ms. GARcIA OF TExAS. Madam Chairwoman, she stepped away.

Chairwoman BEATTY. Then, the Chair would like to recognize
you, the gentlewoman from Texas, Ms. Garcia of Texas.

Ms. GARcIA OF TEXAS. Thank you so much, and I am sure if she
were here, she would have yielded to me anyway.

Chairwoman BEATTY. Yes.

Ms. Garcia OF TExAs. Thank you. And thank you again, Madam
Chairwoman, for putting this hearing together. I think you are ab-
solutely right, you can have a seat at the table, but if you are not
given a voice or are not part of the conversation, you may not real-
ly be there. And certainly, when I go to a dance, I sure do want
to dance, but I would rather dance rock-and-roll than the waltz.

So, what the dance is all about is important, too. And it takes
commitment, doesn’t it? Mr. Graves, I really liked what you said.
No matter what we do, it comes from actual commitment to what-
ever program, or whatever initiative, or whatever plan we want to
put in place. And it is something quite frankly that we cannot leg-
islate, or can we? Do you have any ideas of what we should do to
kind of ensure that some of these companies demonstrate actual
commitment, whether it is through an incentive or a penalty or a
bonus of some sort? Do you have any thoughts on that? What can
we do to get a commitment from people?

Mr. GRAVES. I think you are referring to a matter of the heart.
I think with all the data that we have about the positive effects of
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diversity, I think it still comes down to individuals making a deci-
sion about what they believe is not only good for society but right.
And I think you have to have more of those type of people at the
table in the room where the decisions are made, and I think that
is the first step to really changing our culture.

Ms. GArciA ofF TexAS. Okay. Dr. Sherbin, do you have any
thoughts on that?

Ms. SHERBIN. I am going to offer something that might be a little
counterintuitive. We spend a lot of time in these studies asking in-
dividuals who are not able to rise up in organizations why they be-
lieve they are not achieving the success that they need. We should
also ask the majority individuals within companies what is not
working for them in terms of including those who are different
than themselves. Many industries will talk about the frozen middle
or middle managers.

These managers, traditionally for large companies, are the hard-
est portion of the organization to budge. They are the ones who
have serious day-to-day pressures and don’t always have the time
to do something differently. And intervening with that group at
that level to hear from them why they are not able to champion
and support and do something different, as you have said, every
day, and then addressing their challenges could be a very powerful
step in truly changing behavior.

Ms. GARcIA OF TEXxAS. Ms. Mota, you mentioned engagement
with affinity groups and groups other than themselves. Have you
seen that work anywhere? Is there a lesson learned in something
that you have seen, or wherever you have been exposed to compa-
nies with certain organizations, certain networks that then they
can see the value of inclusion and diversity and has it changed be-
havior?

Ms. MoTA. Absolutely. I think it is also known as a best practice,
and in terms of whether it is employee resource groups or business
resource groups that are there. There is Latino, African American,
Women, LGBTQ+, but one of the values with our partnership and
working with those affinity groups is that it is bringing in an exec-
utive level, whether it is Latino, Latina, or executive-level women,
executive-level African Americans, it is bringing visibility to those
folks through those affinity networks that they may not see on a
day-to-day basis at their own companies.

And there is a study done by the Center for Talent Innovation
specifically on Latinos at work, and the study says that 76 percent
of Latinos in corporate America repress some portion of their iden-
tity, they cover, and those who do repress are the ones who are
being promoted because when they look at the executive presence,
they do not see themselves reflected, and in part of the study and
the research, it says that they feel they have to be someone else
in order to get to those higher-level ranks within their organiza-
tions.

And so, affinity groups provide that outlet not only to share the
challenges but also to be able to connect with executive-level folks
who represent the same affinity that they can aspire to and get ad-
vice from through those networks.
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Ms. GARcIA OF TExas. Okay. Thank you. And since I am sure
Representative Dean yielded her time to me, can I have another 5
minutes for myself?

[laughter]

Chairwoman BEATTY. The Chair will give you another minute to
ask another question.

Ms. GARCIA OF TEXAS. I just want to quickly ask Mr. Graves, it
is a simple yes or no, unless you feel like you have to elaborate,
is your Mansfield Rule also possible to apply to making partner, be-
cause that is a tougher nut to crack?

Mr. GRAVES. Yes.

Ms. GARCIA OF TEXAS. It is? Very good. Thank you. I yield back.

Chairwoman BEATTY. Thank you. The Chair now recognizes the
gentleman from Ohio, Mr. Gonzalez, for 5 minutes.

Mr. GoNzALEZ OF OHIO. Thank you, Madam Chairwoman, and
thank you everybody for being here and for all the work that you
do on this important issue, and for all the attention that you have
taken with us here today. As I say most times I am in this sub-
committee, I have been so proud of the work that we have done
thus far shining a light on a very important area that is very dif-
ficult to solve. And I think we have made great strides in gathering
information and best practices across different industries, not just
the financial services sector, but I'm really excited to have you all
here. Mr. Graves, I want to start with you.

Like you, I come from the NFL. I was a player at one point, and
I want to thank you for being here and sharing how the Rooney
Rule has positively impacted your experience working in the NFL.
The effect of the Rooney Rule discussed in your testimony is as-
tounding, and I think it shows how effective the Rule has been in
the NFL. I, for one, certainly have benefited from it.

I played for Tony Dungy and Jim Caldwell, two African-Amer-
ican coaches, and two people I consider to be incredible leaders,
and whom I am just blessed to call friends, frankly. And as you
may know, Chairwoman Beatty has a great bill similar to the Roo-
ney Rule, H.R. 281, the Beatty Rule, which would require that in
making the appointment of a bank president, the Federal Reserve
Bank must interview at least one diverse candidate. I was glad to
support this bill as a co-sponsor and vote in favor of the bill’s final
passage. I know that the NFL continues to tweak the Rooney Rule
and kind of look for ways to make it more effective and better, and
I was hoping you could maybe give us an update so we might be
able to think through what—we just voted on it, but what might
be next for us? Where is the NFL going in this regard?

Mr. GrAVES. Thank you, Congressman. One thing I think it is
imperative to point out is that our work in this area is evolution-
ary; it is not stagnant. And since the Rule was conceived and im-
plemented back in 2003, I think it was, we have done things to en-
hance the Rule. Initially, it was a requirement to the teams to
interview one minority or diverse candidate.

Now, the Rule requires that you interview multiple candidates.
We also asked owners or decision-makers to keep notes that can be
requested by the commissioner. We also ask that the final decision-
maker be involved throughout the process and not at intermittent
points. These are the types of things that we are doing to ensure
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that the Rule becomes stronger and that we move toward the re-
sults that we are looking for.

Mr. GONZALEZ OF OHIO. Some more documentation and then
more candidates, generally.

Mr. GRAVES. That is correct.

Mr. GONZALEZ OF OHIO. Thank you. Ms. Mota, turning to you,
connecting diverse talent pools to companies that would greatly
benefit from more diversity can often be a challenge from what we
hear. In your work at the Hispanic Alliance for Career Enhance-
ment, you focus on talent acquisition and ensuring diverse individ-
uals have access to programs that help to develop leadership skills,
specifically. I think that makes a ton of sense, and I commend you
for that. Can you discuss how these programs have helped to posi-
tively impact the young professionals you have worked with and
the companies they have gone on to work for?

Ms. MoOTA. Sir, absolutely. Many of the folks that we are working
with are, like me, the first generation to obtain a college education
in their families, and the first generation going into a professional
workforce, and so with the various programs that we offer, we have
been able to develop a strong multi-generational support network
where folks more senior in their careers are able to mentor and
really give advice to those who are starting off in their careers.

Because many of us are the first ones going into this professional
landscape and understanding what are the nuances, what are the
things that you do, how do you build strategic networks, those stra-
tegic relationships. And so, having those through our programs’
candid conversations have really catapulted the careers of individ-
uals where they are going back a lot more confident, but also know
that they have a place with our organization to ask those questions
where perhaps may not feel as comfortable in their place of work.

Mr. GONZALEZ OF OHIO. Awesome. Thank you for your answers,
and for all that you have all been doing on this topic. And with
that, I will yield back.

Chairwoman BEATTY. Thank you. The Chair now recognizes the
gentleman from New Jersey, Mr. Gottheimer, for 5 minutes.

Mr. GOTTHEIMER. Thank you, Madam Chairwoman, and thank
you to all the witnesses for being here today. According to a study
conducted by the Institute for Women’s Policy Research, moms, es-
pecially those with young children, are being left behind in the
labor force in America. That is why I have co-sponsored several
bills including the Healthy Families Act and the promoting Afford-
able Childcare for Everyone Act that would give greater flexibility
to working families and help drive up the inclusion of all parents
in the workforce.

We want to make sure that all moms who want to work can
work. Dr. Sherbin, what are some examples of flexible work ar-
rangements that can help increase the retention and promotion of
working mothers, in your opinion?

Ms. SHERBIN. Overall, in terms of flexible working programs, one
thing that we always counsel is that they should be one-size-fits-
one, not one-size-fits-all. The way that one working mother will
choose to work is incredibly different from someone else and it is
simply what works in their family. They might be the sole bread-
winner. They might be the primary breadwinner. They may just be
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fv_vorkillllg to advance their personal mission. So, it would be one-size-
its-all.

Another very critical success factor that we found working with
a lot of companies across industries on this is that flexible work ar-
rangements not be positioned as accommodations for working
moms. This immediately reinforces the stereotypes that moms can’t
work as hard as their colleagues or their counterparts. I have four
children, and I can assure you that I work very hard.

But when flexible work arrangements are positioned as ways
that we can all do our work more efficiently and effectively, it bene-
fits not just moms, who arguably need them the most, but everyone
at our companies to recognize our lives outside of work and the
sui:ainability of the 35-year careers that we want our employees
to have.

Mr. GOTTHEIMER. Thank you. I agree, and that is incredible. My
wife is also a superhero and I don’t know how she does it. She also
works full time. It is just incredible. In my remaining time, I would
like to talk about how we can create a larger slate of diverse can-
didates in top positions. As many of you know, the National Foot-
ball League adopted the Rooney Rule, which requires League teams
to interview minority candidates for head coaching and senior foot-
ball operations positions, in order to address a lack of diversity
among head coaches and executives.

Mr. Graves, I noticed that you used to work as a general man-
ager for the Arizona Cardinals, as we were just talking about, and
as a lifelong New York Giants fans, I am sorry. I am proud to sup-
port a team that utilized the Rooney Rule when Jerry Reese was
brought on as general manager, and led the Giants to two titles,
as you probably remember. What data is there, Mr. Graves, avail-
able about the increase in the number of diverse executives and
coaches at the NFL since the implementation of the Rooney Rule?
Do you believe the Rooney Rule has been effective?

Mr. GRAVES. Yes, I do. Since the implementation of the Rule—
let me just say that prior to the implementation of the Rule, there
were six ethnically diverse candidates who had served in the role
of head coach, and since the implementation of the Rule, we have
seen, I believe, 19, and a good number of those have had successful
runs with Super Bowl representation, people like Tony Dungy and
others who have been there.

We have seen the Rule extend to successful general managers,
just like you mentioned Jerry Reese, and I had the privilege of
working with the Arizona Cardinals during the 2008 Super Bowl
during that time. So, it has been very successful in the terms of
getting candidates to the table and being exposed. But obviously,
we have work to do to sustain those numbers.

We are not at those levels that we used to be and obviously we
are working to get back to those levels and beyond. But I think the
Rule is imperative to the sustained success that we would like to
achieve.

Mr. GOTTHEIMER. Did you learn things you think other indus-
tries can follow?

Mr. GRAVES. I am sure I have quite a bit to share with respect
to the benefits of the Rule, and I would certainly extend conversa-
tions on that some other time.
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Mr. GOTTHEIMER. I would love to spend time with you on that.
Thank you so much. I only have a little time left, so I will yield
back. I know Mr. Green has some questions.

Chairwoman BEATTY. Thank you. The Chair now recognizes the
gentleman from Texas, Mr. Green, who is also the Chair of our
Subcommittee on Oversight and Investigations, for 5 minutes.

Mr. GREEN. Thank you, Madam Chairwoman. And I thank the
witnesses for appearing, and I thank my colleague for the offer of
time. How much of the lack of inclusivity is due to unconscious bias
versus conscious bias?

Ms. TuLsHYAN. I guess I will try to address that. Statistically, it
is very hard to measure that because this is one of those things
where I believe it will just be very hard to pull the data. I have
been looking at academic research around affinity bias where es-
sentially, it is not that you are trying to discriminate against a cer-
tain group, but you have a more favorable opinion of a group that
you belong to so it could be by race, by gender, by education, by
background, by favorite football team, etc.

And so, a lot of the work I do with my clients is to identify how
those affinity biases show up, especially because largely I think it
is very hard to deny the research on why diversity and inclusion
makes business sense. I meet a lot of people who really want to do
the right thing, they just don’t know how, and so I do think that
there is a lot of this that is unconscious and people wanting to do
the right thing just not knowing how to. I wish I could have a sta-
tistic for you.

Mr. GREEN. Candidly speaking, I did not expect you to have sta-
tistical information. Dear friends, I have great appreciation for the
Rooney Rule, and the Mansfield Rule, but I would like to visit with
you very tersely about the money rule. Is there anything better
than indexing the CEOs salary, bonuses, golden parachute, index-
ing it to money? You produce for me. I am not a Board Chair, I
am speaking to the CEO. You produce for me a diverse workforce
and I will double your salary.

Is there anything that tops the love of money? The money rule?
On prior occasions—thank you, your silence speaks volumes. I ap-
preciate it. On prior occasions, we have visited this issue. This is
not the first time, Madam Chairwoman, and I must compliment
you on the subject matter, but on at least one other occasion, we
had someone who explained that fixing bonuses and indexing pay
raises engender success. I don’t know how we can get to the point
where we can require this, but it just seems that the will to do this
is what is required at the top.

In my office, we have diversity. The calls, I will it. I desired it.
It must be and it happens. And by the way, everybody is capable,
competent, and qualified. There is no shortage of women who are
qualified, no shortage of people of color who are qualified, or
LGBTQ+, just a shortage of people with the will to make it happen.
I yield back the balance of my time.

Chairwoman BEATTY. Thank you very much. The Chair now rec-
ognizes the gentlewoman from Pennsylvania, Ms. Dean, for 5 min-
utes.

Ms. DEAN. Forgive me, Chairwoman Beatty and subcommittee
members, I did have to step out to a Financial Services Committee
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hearing, so I apologize for doing that zigzag. But I am pleased to
be here with you, Madam Chairwoman. And thank you to all the
witnesses for raising your voices on this important issue. I was so
delighted to be appointed to this new standing subcommittee, and
I took the chairwoman’s command to heart. During the district
work weeks in the summer time, we held roundtables on diversity
and inclusion.

We held three different ones, one on color, one on LGBTQ, and
one on disability, and they were very enlightening from folks
whether it is industry or government who thought that they were
doing things in a diverse way. Sometimes, they look around, and
to Mr. Green’s point, just look around and say, “We are not being
intentional at all.”

We thought we were, but as I look around here, it is not hap-
pening. Some of the things, some of the takeaways that we found,
whether it was business leaders, government leaders, advocacy
groups, one of the most precious stories came from the super-
intendent of a local school district. He mentioned that when ana-
lyzing their hiring data, the district had a highly diverse initial
slate of candidates that would dramatically dip after the first
rounds of interviews.

They are attracting a diverse base, and when they reviewed the
data, what they realized was the reviewing panel itself was the
problem, and some of you have spoken to this. The majority white
panels tended to pick people who look like them. So, all of these
diverse candidates, but many of them fell by the wayside through
unintentional bias, I would suggest. Ms. Mota, you describe similar
outcomes in your own personal work history in your testimony.
Can you describe successful hiring practices that can limit uninten-
tional biases?

Ms. MoOTA. Yes. One would be with the selection committee. It is
ensuring that there is a diverse representation on the hiring com-
mittee. There is research by McKinsey that talks about how leader-
ship teams that are able to build more of an innovative organiza-
tion and boost profits represent diversity from four core areas:
country of origin; in terms of their industry background, as a point
of diversity; as we discussed, gender; and being from a career path-
way.

They labeled these four in the McKinsey report as being the top
key factors when having not only a diverse candidate pool, but also
diverse in terms of a selection committee to be able to help elimi-
nate some of the barriers or the biases that may occur. And then,
of course, in addition to that is ensuring that there are several
tools out there, and there are; there are implicit bias tools free on-
line, various trainings and resources to be able to ensure that per-
haps before the hiring takes place, each of the individuals have to
be required to take that assessment.

Ms. DEAN. Anybody else want to add to that? And then, I wanted
to shift to diversity by way of disability. And I am wondering if any
of you can speak to that? We had a terrific roundtable about dis-
ability, and I guess the shocking thing is the high percentage of
folks with various disabilities who are underemployed or unem-
ployed. And I am struggling just trying to help constituents match
up to employment and employers who are actively intentionally
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seeking to be inclusive in that way. Do you have any best practices
in any of your organizations or you have come across in your own
research?

Ms. SHERBIN. I was grateful enough to have the opportunity to
partner with organizations that work on this front and conduct a
piece of research. We found that there is not only significant under-
employment of individuals with disabilities, but also a significant
portion of the workforce who does currently have a disability. It
may be an invisible disability. They do not feel comfortable dis-
closing it, and as a result they do not have the accommodations
they need to truly be successful.

We often talk about women and people of color working 2 or 4
times harder than their peers. These are individuals working 30
times harder than their peers. They are not disclosing that they
cannot hear in meetings or see properly to read slides or to read
that, and they are not able to ask for accommodations.

And companies by proactively soliciting information, signaling in-
clusion around this front, and addressing accommodations in a very
respectful way, have made a lot of strides.

Ms. DEAN. That is really terrific, and maybe you would share
that research product with our committee?

Ms. SHERBIN. I would be delighted to.

Ms. DEAN. That’s very valuable. Thank you very much. Thank
you, Madam Chairwoman. I yield back.

Chairwoman BEATTY. Thank you. I was going to give you another
30 seconds since your colleague probably did not tell you that she
asked for some of your time.

[laughter]

But the Chair now recognizes the gentlewoman from Massachu-
setts, Ms. Pressley, for 5 minutes.

Ms. PRESSLEY. I am an only child. I do not share anything. I am
kidding.

Thank you, Chairwoman Beatty, and I want to thank Chair-
woman Waters for her good wisdom and leadership in creating this
standing subcommittee in the first place, which provides us the
forum to address these critical issues.

I am wearing two hats here. One is as a proud member ap-
pointed to this pioneering subcommittee, but I am also the Vice
Chair of the newly re-launched Task Force on Aging and Families.
I know we were speaking about those efforts critical to retaining
a younger workforce like providing childcare, and that is impor-
tant.

Ageism certainly exists on both sides, but there is a growing
trend of discrimination and barriers to employment for our aging
workforce. You know, thank God, due to medical advances, we are
living longer, but people are also working longer, and not just doing
that for enrichment; they are doing it because they have to. Many
older Americans are living below the poverty line.

And in fact, since 2011, 10,000 people in the United States have
turned 65-years-old every day, a trend that will continue through
2030. In 2012, only 12.5 percent of those over 65 were working. In
2016, this share jumped to nearly 20 percent. And these projections
are expected to continue to grow.
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So, I wonder if you could offer when it comes to our aging popu-
lation both living and working longer than ever before, when we
talk about diversity and inclusion in the workforce, what can we
do to make sure that we are not forgetting our seniors?

Dr. Sherbin, companies often provide incentives and competitive
benefits packages to recruit and retain younger employees. What
are some of the incentives you think could attract and retain mem-
bers of our aging community who have life experience and great
wisdom and skills to offer?

Ms. SHERBIN. Indeed, it is the ability to capitalize on that wis-
dom and skill. In research that I have done, when you ask individ-
uals who are relatively young in their career, at just the age of 50,
a considerable number of them will say that they don’t believe they
have any more trajectory to advance in their career. And it is an
incredibly disengaging moment to think there is nowhere more sen-
ior that I can rise because I am seen as too old in my position. So,
it truly is halfway to the top at all ages. That is incredibly critical
to keeping this talent cohort.

This talent cohort also intersects with the last conversation that
we had. They are living much, much longer, but they are also more
likely to be working with a disability. And figuring out the right
accommodations to ensure that they can do their jobs in the ex-
traordinary ways that they can deliver is a very critical piece of en-
suring that they can deliver.

Ms. PRESSLEY. Would anyone else like to contribute to that be-
fore I move on?

Ms. TULSHYAN. Really quickly, I just want to say that there is
incredible research to show that intersection between, accommoda-
tions and policies that would work really well for working moms
like flexible work arrangements, paid family, and family leave, not
just as soon as you give birth, etc. and there is a really good now,
I think, intersection that show that it works for anybody.
Millennials want a workforce where they can avail themselves of
parental leave, for example. The aging population would certainly
benefit from having paid time off to ensure that they are able to
take care of their health.

So, we really see a win-win across various sectors, and I think
that is very key in trying to address this.

Ms. PRESSLEY. Thank you. You actually read my mind. You an-
swered my next question, which had been around examples of flexi-
ble work arrangements that could support our aging workforce. I
thank you for getting ahead of me on that one. The Age Discrimi-
nation in Employment Act of 1967 protects applicants and employ-
ees ages 40 and older from discrimination on the basis of age in
hiring, promotion, discharge, and compensation.

What are some additional protections we should be considering
to better protect our aging population from discrimination in the
workforce? Any thoughts? I know this is not the subject matter, but
there is an intersectionality in these issues.

Ms. SHERBIN. I can add something, if you would like. Not just the
protection but also increased avenues for reporting, and reporting
in very safe ways. I have done a lot of work around sexual harass-
ment and areas of explicit bias, and these are incredibly under-
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reported. All issues of discrimination are incredibly underreported
and as a result are not addressed.

Ms. PRESSLEY. And I love the accountability point, that what
gets measured, gets done. So, thank you. Thank you, Madam
Chairwoman.

Chairwoman BEATTY. Thank you. I would like to ask unanimous
consent to add the following articles and reports to the record:
Women in the Workplace 2019 by McKinsey & Company, Wall
Street Journal, Where Women Fall Behind At Work, the First Step
Into Management, and the Women of Color Invisible, Excluded,
and Constantly On guard. I would also like to submit an article by
Sheryl Sandberg and Rachel Thomas entitled, “The Gender Gap
Just Isn’t Fair, It Is Bad for Business.” And lastly, I would like to
enter into the record, “Women in the Workplace, the First Step is
the Steepest.” Without objection, it is so ordered.

I would like to thank all of our witnesses for their testimony
today and for giving us so much of your time.

The Chair notes that some Members may have additional ques-
tions for this panel, which they may wish to submit in writing.
Without objection, the hearing record will remain open for 5 legis-
lative days for Members to submit written questions to these wit-
nesses and to place their responses in the record. Also, without ob-
jection, Members will have 5 legislative days to submit extraneous
materials to the Chair for inclusion in the record.

This hearing is adjourned.

[Whereupon, at 4:50 p.m., the hearing was adjourned.]
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My name is Rod Graves. I am the Executive Director of the Fritz Pollard Alliance. |
joined the FPA in June of 2019 after serving 35 years in the National Football League. I also
worked two years in the United States Football League before joining the NFL. My duties in the
NFL ranged from working as Senior Vice President of Football Administration and Club
Services at the NFL to Senior Director of Football Administration for the New York Jets to
General Manager and Vice President of Football Operations for the Arizona Cardinals to
Director of Player Personnel for the Chicago Bears. I've been a member of two NFC
Championship teams and one Super Bowl winner.

The Fritz Pollard Alliance is an advocacy group. We were co-founded in 2003 by the late
Johnnie L. Cochran, Jr. and civil rights attomey Cyrus Mehri of Mehri & Skalet in Washington
D.C. For the past 15 years, John Wooten, a former NFL player and team executive. Mr.
Wooten’s dedication to diversity and equal opportunity set the foundation for our organization.
He retired in the spring of this year.

Our members include coaches, scouts, front office personnel and game day officials. Our
primary focus is on the men and women of color within the National Football League. We are
most known for our support of diverse candidates at the Head Coach and General Manager
positions, but our work goes beyond those positions. Our mission is to champion diversity in the
NFL through education and to provide our members with resources that will help them succeed
at every level of the game. Our vision is to see the diversity of leadership in the business plan of

every sports team.
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The Fritz Pollard Alliance developed the Rooney Rule. The rule, named after the late Dan
Rooney, owner of the Pittsburgh Steelers, requires NFL teams in search of a Head Coach or
General Manager to interview multiple diverse candidates. The Rule also requires that the final
decision-maker be involved throughout the hiring process. Enforcement power rests with the
NFL Commissioner.

The efforts behind the Rooney Rule have been extremely successful. The rule has
produced a record number of minority head coaches and general managers and has built up
pipelines of talent around the League. In the 15 years prior to the adoption of the Rooney Rule
only 4 minorities were selected as head coach of an NFL club. In contrast, approximately 20
minorities have been selected as head coaches in the 15 years following the rule’s adoption.
Similarly, only one minority served as General Manager or in a General Manager equivalent
position prior to the adoption of the Rooney Rule compared with least 8 since the rule’s
adoption.

Most importantly, our members have seized their opportunities and have achieved
enormous success. Indeed, after the Rooney Rule’s adoption, 10 NFL Super Bow! teams have
been led by a minority head coach or general manager including head coaches Lovie Smith
(Bears), Tony Dungy (Colts), Mike Tomlin (Steelers (twice)), Jim Caldwell (Colts), Ron Rivera
(Panthers) and General Managers Jerry Reese (Giants (twice)), Ozzie Newsome (Ravens), and
myself when I served as GM of the Arizona Cardinals.

Many companies, such as Xerox, Intel, Microsoft, Facebook, Pinterest, and Goldman

Sachs have followed our lead and implemented a version of the Rooney Rule.
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The Rooney Rule has impacted both my personal and professional success. In 2004, Bill
Bidwill, owner of the Arizona Cardinals, hired Dennis Green as the organization’s first African
American Head Coach and made me General Manager. We were the first Black GM/HC
combination in NFL history.

Before the Rooney Rule was enacted, minorities in the NFL relied almost exclusively on
mentors and networking opportunities for a chance to develop skills and to further their careers.
My career was largely influenced by my father, Jackie Graves who worked in the NFL as a scout
and personnel executive. I was influenced by great men like John Wooten, Tank Younger, Milt
Davis, Charles Garcia, Bill Nunn, Dick Daniels, and Bill Tobin.

As an executive and General Manager, I participated in the hiring of several head
coaches, coordinators, and other football executives. The exposure that my organization and I
gained to diverse candidates as a result of the Rooney Rule was invaluable. We not only leamed
about the individuals and their skill sets, but we learned a great deal about the teams that they
came from. It was an enriching experience for me because it enabled me to learn about the
processes used by successful organizations and it helped me to form a strong Ready List of
future candidates.

The Rooney Rule benefits organizations and diverse candidates. The exposure gained by
diverse candidates during an interview process helps them to be better prepared and to become
more informed about the organizations they are seeking to join.

What we have learned, however, about the Rooney Rule and the other equal opportunity
initiatives taken by teams and the NFL is that these measures do not ensure positive outcomes for
diversity. There cannot be sustained success in the area of diversity and inclusion without a

commitment by those making the decisions. A number of teams have demonstrated their
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commitment to equal opportunity by ensuring diversity of leadership and by creating a D&I
strategy that focuses on selecting diverse candidates and grooming the top performers for

leadership roles in the future. Our goal is to ensure that many more teams follow suit.
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Formal Statement
Committee on Financial Services
Subcommittee: Diversity and Inclusion

Title: Promoting Inclusion: Examining the Need for Diversity Practices for America’s
Changing Werkforce

Goodwin is committed to promoting diversity within our firm and in the legal profession, and
also to fostering an inclusive environment in which each attorney and professional can excel and
thrive. Diversity and inclusion are core values at Goodwin, and we believe that they make us
stronger as a firm, as a provider of legal services and as an employer. It’s also a matter of justice.
We believe that equity demands a diverse workforce and legal profession, and we have a lengthy
track record of enabling equal access to the legal system through our extraordinary pro bono
efforts and our broad non-discrimination policies.

Inclusion@Goodwin, established in 2014 and led by the firm’s Chairman Emeritus, David
Hashmall, drives the firm’s diversity and inclusion strategic initiatives. Core firm strategies
include a bias disruption campaign, inclusive leadership training and upward feedback for
leaders, sponsorship initiatives, and practice group action plans. These strategies are
complemented by our robust CRED@Goodwin (Committee on Racial and Ethnic Diversity),
Pride@Goodwin and Women@Goodwin initiatives, which promote connectivity and networking
and advancement opportunities within the firm.

At Goodwin, we recognize that despite significant commitment and hard work, we need to work
even smarter and faster on our diversity goals around development, retention, advancement and
leadership. To demonstrate our leadership in this area, and our willingness to disrupt the status
quo, we have elected to sign on to two bold initiatives led by Diversity Lab:

+ The Mansfield Rule, a law firm slate diversity initiative launched in 2017; and
+ The Move the Needle Fund, a collaborative effort designed and funded with $5M to test
innovative initiatives to create a more diverse and inclusive legal profession.

Mansfield Rule

The Mansfield Rule was one of the winning ideas from the 2016 Women in Law Hackathon
hosted by Diversity Lab in collaboration with Bloomberg Law and Stanford Law School. Law
firms participating in the Manfield Rule are expected to consider a diverse slate of candidates for
the following roles, committees, and leadership activities. They are also encouraged to create and
post job descriptions for these leadership roles and ensure that the processes for election and/or
appointment to these roles are transparent and accessible to all lawyers.

e Equity Partner Promotions
e [Lateral Partner and Mid/Senior Level Associate Searches
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Practice Group + Office Head Leadership
Executive Committee and/or Board of Directors
Partner Promotions/Nominations Committee
Compensation Committee

Chairperson and/or Managing Partner

Formal Pitch Opportunities

. " 8 @ @

As an example of the Mansfield Rule in action, if firm management has identified a short list of
five candidates for an opening on its executive committee, under the Mansfield Rule guidelines,
two of the candidates would need to be women, attorneys of color or LGBTQ+. Firms that
consider diverse lawyers for 70% or more of their leadership committees / roles that exist at the
firm and are open during the review period qualify to become Mansfield Certified.

After successfully completing the inaugural one-year Mansfield Rule pilot and achieving
Mansfield Certification last year, Goodwin signed on to Mansfield 2.0, which broadened the
obligations of participating firms and expanded the initiative to include LGBTQ+ metrics. The
firm recently achieved Mansfield Certification for a second time. Diversity Lab also named
Goodwin a “Mansfield Certified Plus” firm in recognition of its achievement of at least 30%
diversity in at least 50% of the Mansfield 2.0 leadership categories. Currently, Goodwin’s senior-
most leadership committees are 35% diverse, which is a significant achievement for the firm and
signals the progress that the firm has made since implementing the Mansfield Rule.

Move the Needle

Goodwin is one of five trailblazing law firms partnering with the innovators at Diversity Lab on
a brand-new Move the Needle (“MTN”) initiative. This joint venture will allow Goodwin to
collaborate with four other law firms and the general counsel at 25+ influential companies to
pursue bold, public, metrics-based goals to be achieved within the next five years.

We have chosen the following goals, based on the specific challenge we are seeking to address.

Challenge to Solve: NALP data shows that the diversity of AmLaw 200 entry-level lawyers
roughly matches that of graduating law students. But, in most firms, diversity diminishes
significantly as lawyers move into the senior associate, income partner and equity partner ranks.

To eliminate this disparity and find ways to achieve more consistent advancement for all of its
people, Goodwin has set a goal to retain and advance its diverse lawyers at equal rates — from
entry-level through the upper ranks of the firm — by ensuring everyone has equal access to
career-enhancing work, sponsorship, and leadership opportunities.

Metrics-Based Goals: By January 2025, (1) The diversity of (i) Goodwin’s senior associate
population and (ii) its population of partners and equity partners elevated in the preceding five
years will match or exceed its entry-level associate diversity, which will be consistent with or
greater than the diversity of graduating law student classes by gender, race/ethnicity, and
LGBTQ+ identity; and (2) The collective composition of all firm leadership committees will be
at least 40% diverse.
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In all of Goodwin's efforts to enhance diversity, inclusion, and equity, the firm remains
committed to equal opportunity for all of its peaple.

To achieve our goals, we will invest $1.25 million over five years and develop new research-
based initiatives in collaboration with Diversity Lab, the participating general counsel, and the
other MTN law firms. We will measure the outcomes of each of these initiatives and share
results — both successes and failures — internally and with the legal community.

In addition to the other MTN law firms and the participating general counsel, we also have the
support of 10+ MTN community leaders from various organizations who will provide valuable
insights and data, challenge norms, and support the firms and legal departments in achieving
their goals. This effort is the first-of-its-kind experimental “laboratory” in which bold new
approaches will be incubated over five years in the law firms to serve as a model for learning and
transformative change in the legal profession and beyond. The five firms will set bold,
measurable diversity goals, experiment with research-based and data-driven ways to achieve
them, and publicly report their progress.

To achieve the goals and serve as a model from which others can learn, MTN will leverage the
$5M investment made by the five firms to (1) explore and experiment with new approaches to
hiring, work/life integration, work allocation, promotions, feedback, performance reviews, and
compensation systems; (2) implement the winning Diversity in Law Hackathon ideas; (3) test
evidence-based research such as the bias interrupters from the ABA and Minority Corporate
Counsel Association study as well as other inclusion research from top academic institutions;
and (4) crowdsource innovative ideas from other industries. The general counsel will work
together with the MTN firms to achieve their goals and also pilot some of the innovative
initiatives with their legal departments and current outside counsel.

The benefits of signing on to MTN include:

o Setting bold, measurable goals. We will do everything we can to achieve our goals.
But at the end of the day, we think it is better to fail at a bold goal than not to set such
a goal at all. We believe in the adage, what gets measured gets done.

s Creating transparency and public accountability. The public nature of the MTN
initiative, including the publicly announced law firm goals and the knowledge-
sharing in which the law firms will engage, creates a unique level of transparency and
accountability that will help the firms stay on course over the next five years.
Transparency will also allow us to engage the internal Goodwin community in our
efforts and invite everyone to be part of the conversation and solution.

s Garnering significant investment in our initiatives. Many diversity and inclusion
initiatives fail because of limited investment of funds and resources. Given the funds
invested by the five MTN law firms, and the time and energy invested by Diversity
Lab, the participating general counsel and the participating community leaders, MTN
will have the investment necessary to succeed.

s Fueling innovation in a laboratory-type environment. MTN has created an ecosystem
where failure is part of the process, which will allow the MTN law firms to test
interventions, learn from mistakes and find solutions that are deeply impactful.
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e Enabling opportunities for collaboration. As a profession, we have been working on
diversity and inclusion in silos for many years and we have barely moved the needle.
We have the opportunity to break down the barriers and share learnings and best
practices, which can be a model for other sectors.
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Goodwin Sets Bold Diversity and Inclusion Goals
as Part of Diversity Lab’s Move the Needle Fund

Firm Also Achieves Mansfield Rule 2.0 Plus Certification

September 18, 2019 — New York NY Global Iaw firn Coodwin announced today its goals as part of
Diversity Lab’s just-launched | he 2dle 1. The initiative is a large-scale effort designed to
create a first-of-its-kind joint venture in whlch bolcl new approaches to diversity and inclusion will be
incubated over five years to serve as a model for the legal industry. Goodwin’s Move the Needle goals
are as follows:

By January 2025:

1. The diversity of (i) Goodwin's senior associate population and (ii) its population of partners and
equity partners elevated in the preceding five years will match or exceed its entry-level associate
diversity, which will be consistent with or greater than the diversity of graduating law student
classes, as measured on January 1, 2020, by gender, racelethnicity, and LGBTQ identity.

2. The collective composition of all firm leadership committees will be at least 40% diverse.

In alf our efforts to enhance diversily, inclusion, and equity, we remain committed to equal
opportunity for all our people.

“We are proud to partner with Diversity Lab, more than two dozen general counsel, a cohort of community
leaders and fel!ow pamapahng law firms on this trailblazing initiative to move the needle on diversity and
inclusion,” said [ Hashmall, Goodwin's Chairman who, together with Fob insolis, Chairman-Elect, will
lead the firm's work with the |n|t|at|ve “As part of this joint venture, we articulated bold and ambitious
goals around development, retention, advancement and leadership that we know will help us make
significant strides in fostering diversity and inclusion within our firm. We look forward to working with
Diversity Lab and the Move the Needle community on achieving our collective goals.”

In order to achieve its goals Goodwm wﬂl deepen and strengthen its exnstmg initiatives, including

iwin, Pride 50 , and Inclus dwin, among others. The
firm w:ll alsa deve[ap new reseamh based |n|t|at|ves in coliabcratlon w|th Dwersuy Lab and the Move the
Needle members. Goodwin will measure the outcomes of each of these initiatives and will share results
publicly.

For additional mformahon aboul the Move the Needle initiative and its goals, please |~ =0 0
3 , in which David Hashmall interviews Dwersny Lab‘s founder
Caren Ulnch Slacy

Goodwin has partnered with Diversity Lab on a number of programs, including the 2coption of and
subsequent cert ficaton for the [Mansiicld Rule, designed to boost the representation of diverse lawyers in
law firm leadership by broadening the pool of candidates considered for these opportunities.

After successfully completing the inaugural one-year Mansfield Rule pilot and achieving Mansfield
Certification last year, Goodwin signed on to Mansfield 2.0, which broadened the obligations of
partimpatlng fi ims and expanded the mlhatwe to include LGBTQ+ metrics. The firm recently achieved

. Diversity Lab also named Goodwin a "Mansfield Certified Plus”
firm in recognltlon of its ach|evement of at least 30% diversity in at least 50% of the Mansfield 2.0
leadership categories.

About Goodwin
At Goodwin, we partner with our clients to practice law with integrity, ingenuity, agility and ambition. Our
1,000-plus lawyers across the United States, Europe and Asia excel at complex transactions, high-stakes
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litigation and world-class advisory services in the technology, life sciences, real estate, private equity, and
financial industries. Our unique combination of deep experience serving both the innovators and investors
in a rapidly-changing, technology-driven economy sets us apart. To learn more, visit us at
vww.goodwinlaw.com and follow us on Twitter, Linkedin and In il
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A HACE

Hispanic Alliar wreer Enhancement

Testimony of
Patricia Mota
President & CEO of the
Hispanic Alliance for Career Enhancement

Before the Committee on Financial Services
Subcommittee on Diversity and Inclusion
U.S. House of Representatives

“Promoting Inclusion: Examining the Diversity Practices of America’s Workforce”

October 17, 2019

Dear Chairwoman Waters, Ranking Member McHenry, and Members of the Subcommittee:

Thank you for the opportunity to share my testimony. And thank you and your staff for your
dedication to building a more inclusive workforce and society. | serve as an advocate for
access & equity, personally fulfilling my mission to close the education and career gaps that |
have faced, and that many of our black and brown communities face. | serve as the President
& CEO of the Hispanic Alliance for Career Enhancement (HACE), a national nonprofit
dedicated to the employment, development and advancement of current and aspiring Latino
professionals. Our mission is to positively impact the American workplace by cultivating the
pipeline of Latino talent and providing professionals the insight, access, and support to be

successful in their careers.

Since 1982 and with a network of over 64,000 members across the country, HACE works with
employers to remain competitive in an increasingly dynamic economy by helping them attract,
develop and retain Latino and other diverse professionals. We carry out our mission via three
core areas:

1) Talent Acquisition — Programs, services, and events that lead the connection between

Latino talent and employers.
L

29 E. Madison | Suite 1105 | Chicago IL 60602 | HACEonline.org
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2) Pipeline & Leadership Development — Programs that cultivate, build and develop the
pipeline of Latino talent from the high school level to the C-Suite.
3) Thought Leadership & Branding — Events and roundtable discussions on diversity &

inclusion best practices, and professional and employer success stories and impact.

The Hispanic Alliance for Career Enhancement (HACE)'s vision is to see a world where Latinos

reach their full potential for themselves and our communities feels a bit closer to reality when |

witness our year-round programs and events, yet we are disproportionately underrepresented

in highly compensated professional and leadership roles across corporate America and other

sectors. We are part of the youngest and the fastest growing population group in the United

States, and with an older and more diverse workforce, Latinos access to education, meaningful

jobs, and advancement is critical for the economic progress of our country.

STATISTICS SHOW THE IMPACT OF LATINOS ON THE ECONOMY TODAY AND IN THE
FUTURE

According to the Pew Research Center:

U.S. Latinos are the current and future workforce - In 2018, Latinos made up 29 million
workers in the U.S. By 2020, U.S. Latinos will make up 74% of the growth in new workers.
U.S. Latinos are creating jobs - Within the last decade, 86% of all new businesses in the U.S
have been launched by U.S. Latinos, with Latinas creating business six times faster than any
other group.

U.S. Latinos are educated - More students are completing high school and college than
ever before. High school drop-out rates decreased from 34% in 1996 to 10% in 2016, and

college enrollment increased from 35% to 47% in this same timeframe.

29 E. Madison | Suite 1105 | Chicago IL 60602 | HACEonline.org
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EMPLOYERS MUST FOCUS ON THE PROMOTION AND RETENTION OF DIVERSE TALENT
Employers must focus on the promotion and retention of diverse talent in order to build a
more inclusive workforce. At a former employer, | was told that | was not promoted to a
position because of my qualifications, but because the selection committee felt “more
comfortable” with the other candidate. That other candidate was an older white male. The
selection committee was also all white. While this case was blatant, this is not uncommon
where biases against race, gender, or age hinder someone’s opportunity for career
progression. My top three of many recommendations of many are:

1. Require Bias & Diversity Training — Formal training can help identify conscious and
unconscious biases and reduce the negative effects in the workplace. HACE provides
access to these trainings.

2. Require a Diverse Slate of Candidate for Top Level Positions - Diverse leadership teams
boost innovation and profits. According to the Boston Consulting Group, diverse
leadership teams account for 45% innovation revenue versus 26% with below-average
diversity scores, and 45% market share growth. Engaging and intentionally partnering with
organizations like HACE grants employers with access to diverse talent.

3. Support Employee Participation in Affinity Groups & Leadership Programming - Programs
like HACE's women’s leadership program, Mujeres de HACE, which empowers Latina
professionals to succeed professionally and thrive personally, are key to moving the needle.
The program is a cohort model, a safe-space, of 24 hours of culturally-relevant training,
coaching, leadership assessments; engagement of successful Latina role models, mentors,
and trainers; that have effectively catapulted the careers of our alumnae: 40% promotion
within less than 6 months of completing the program, an additional 30% within less than 12
months, and a 40% increase of salary within less than é months.

In order to build a more inclusive and diverse workforce, today’s employers must fully support

and intentionally invest in these and several key practices over the long-term.

29 E. Madison | Suite 1105 | Chicago IL 60602 | HACEonline.org
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Testimony of Laura Sherbin Ph.D.
Managing Director, Culture@Work

I appreciate the opportunity to discuss how to further the advancement of women in the Financial
Services Industry. As you may know, I have done a great deal of research on this topic and have
had the opportunity to partner with many companies to help them achieve this goal. I believe it is
a core responsibility of leading companies and our government to ensure that one of the nations
greatest assets--our talent pool--is fully engaged to its greatest potential.

Even as headlines tout the number of women CEOs at Fortune 500 companies at an “all-time
high,” there are still just 33 women at the helms of the nation’s largest businesses in 2019. And,
while women represent half of all financial services and insurance employees overall, there are
no women running major financial services companies. Fewer than one in five have C-suite
roles, according to a recent report by McKinsey & Company. ' The concrete ceiling remains
firmly in place in this sector.

It’s not for lack of effort. Financial services companies were among the first to embrace the
cultivation of greater gender diversity, and 90 percent say they’re committed to it.” Despite
decades of effort, the financial services sector’s gender equality movement has not made
necessary gains. Why?

Diversity-focused tactics don’t work without an effort to create an inclusive culture that not only
attracts women but makes them feel welcome and valued.® To truly change the ratios of women
and other marginalized groups who are in power, it’s important to first look at the factors that
cause the gap, and then devise solutions to overcome them.

The Value Proposition of the Industry. Financial services careers are known for offering
lucrative salaries and benefit packages in exchange for often unrelenting career demands. Long
hours, extensive travel, and personal sacrifices make senior roles unsustainable for and
unappealing to many women, who still take on the majority of home responsibilities and the now
well understood mental load of household management. While many financial services players
have implemented policies and programs to tweak the value proposition at the edges, they have
not examined or addressed the core reality that the way work gets done in the industry does not
attract or capitalize on the potential of the changing face of the U.S. talent pool.

Relationship capital. The right relationships make or break a career. They provide access to the
power and information needed to achieve career success. According to Working Mother Media’s

* McKinsey & Company, “Closing the Gap: Leadership Perspectives on Promoting Women in Financial Services,”
2018

MMMQQQ_M{Q Oon%20promoting%20women%20in%20financial¥%20services/Leadership-

perspectives-on-promoting-women-in-financial-services.ashx
? McKinsey report.
3 https://hbr.org/2017/02 /diversity-daesnt-stick-without-inclusion
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research, men are more likely than women to receive advice on how to advance (54 percenlivs,
31 percent) or be invited to a roundtable with senior executives (63 percent vs. 39 percent).
Women’s networks tend to be focused on content and emotional support rather than power.

Hidden off-ramps. The financial services sector’s notoriously closed networks as well as the
gender bias that permeates many organizations are costly for women. They may not be chosen
for—or may not know about—growth opportunities. Working Mother Media’s research found
that men (46 percent) are more likely than women (14 percent) to be encouraged to take on more
profit and loss (P&L) responsibility, as managing budgets and spending is an important stepping
stone for growth.” Before they realize it, they’re shut out of important stretch assignments and
growth opportunities because of the micro-opportunities they haven’t been privy to along the
way.

Bias still undercuts opportunity. There is a large body of research that reminds us of the
unchanging fact that women are likely to be perceived negatively if they negotiate their salaries
or other compensation. This robust finding appears unchanged even in the face of considerable
investment in unconscious bias training.

Breaking through

Strategic leadership and cultural support is the critical step to address the financial services
sector’s gender diversity gap. There are proven solutions that can lead to real and lasting change.

Secure commitment and modeling from leaders. Any culture shift needs to start with the
support and participation of leadership. C-level management should be vocal about not just the
company’s commitment to advancing women but also why it is critical to business success and
future sustainability of the company. Leaders then need to be visible in their participation in
making sure it happens. This includes measuring the things that matter--the leading indicators of
a diverse and inclusive culture--and holding other leaders accountable for their results. Diversity
is a business problem and it needs to be treated as such.

Establish new work norms. Forward-thinking companies in the technology, pharmaceutical, and
professional services industries have made impressive strides in improving the way work gets
done in their industries. They have asked the critical questions that have lead to new, more
sustainable, demands around travel, 24/7 availability, unpredictability of assignments, tecam
composition and allocation of work, location of work, time off around the addition of a child to
one’s family, and, critically, how to manage stress and mental health in the workplace.

* Working Mother Research Institute, “The Gender Gap at the Top: What's Keeping Women from Leading
Corporate America,” June 2019,
https://www.workingmother.com/sites/workingmother.com/files/attachments/2019/06/women_at_the top corr
ect_size.pdf

* Working Mother Research Institute report.

% National Bureau of Economic Research, “Knowing When to Ask: The Cost of Leaning In,” December 2016,
https://www.nber.or ers/w22961
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Build relationship capital opportunities. While nearly two-thirds (62 percent) of men have a
strategic network of coaches, sponsors, and mentors, just 4l7pcrccnt of women can say the same,
according to Working Mother Research Institute’s findings. Companies should teach leaders
how to sponsor high potential talent across lines of difference and hold them accountable for
developing talent across the spectrum of diversity. It should be considered a core competency of
leadership to develop the talent pipeline. Managers and individual contributors should know and
understand how to effectively build relationships across difference--the proven strategies to
interrupt bias and the subtle ways their behavior may inadvertently cut off their networks from
people who are not part of the majority group.

Measure what matters. Conduct regular pay equity audits and ensure that employees are being
paid fairly for equal work. Track not just the lagging indicators of diversity (e.g. representation at
level and turnover) but also the leading indicators of inclusion (e.g. leader behavior, candidate
access 1o stretch and development opportunities, perception of bias within the system).
Communicate to all employees where gains need to be made and why they should work toward
this shared goal.

Ensure progress is being made for all women, not just white women. Most of the gains made
by women in corporate America have been made by white women. The falloff between entry
level job and c-suite job is steep for white women but it is far more dramatic for women of color.
¥ Without proactive efforts to ensure that women aren’t addressed as a monolithic group the
financial services industry is at risk of repeating the same mistake.

By treating diversity and inclusion like the business problem it is, companies in the financial
services industry can make impressive strides to ensure their competitiveness for the future of
work.

7 Working Mother Research Institute report.
2018 Leanln.org and McKinsey Women in the Workplace Study
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THE UNDERREPRESENTATION OF WOMEN AND WOMEN OF COLOR
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Statement of
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Good afternoon. A heartfelt thank you to Chair Beatty and members of the committee
for inviting me to talk about this important issue of promoting inclusion in the workplace.

| come here representing my views, and mine alone, as an immigrant woman of color
and a mother.

I'd like to focus on four key areas today where women, and I'm centering on women of
color in my testimony, face barriers to retention and advancement at work, with data-
backed proposed solutions.

Multiple studies show women are having significantly more negative experiences in
American workforces today compared with their male peers. We are forced to navigate
workplaces designed without us in mind, despite ample evidence highlighting why
harnessing diversity in the workplace is key to American competitiveness, prosperity
and innovation.

The experience of women of color in American workplaces

For women of color, the situation is dire. White women hold 19% of C-Suite positions
but women of color only hold 4%. Research finds women of color face harmful
stereotypes about our professional competence, leadership ability and behavior.

In addition, by 2060 the majority of all women in the United States will be women of
color. A Washington Post headline last month stated: “For the first time, most new
working-age hires in the U.S. are people of color.” We simply cannot turn away from
designing equitable workforces; the demographics are changing in front of our very
eyes.

Diversity practices to support working mothers in America

The first barrier is the challenge of working motherhood. It is a travesty that 1 in 4
American women go back to work within 10 days of giving birth. We are the only
developed country in the world that doesn’t guarantee paid maternity leave — so too
many women have to make the heartbreaking choice between a paycheck and giving
birth or taking care of a sick child. At work, we face the “motherhood penalty,” where
we are penalized by lower pay, job opportunities and even perceived competence for
having children. Guess what men receive when they become dads? A fatherhood
bonus. No wonder 43% of working mothers leave corporate America!

One research-backed solution is to federally mandate paid family leave. Not only for
when a woman gives birth, but also, to avail of when a family member is sick. Offer it to
mothers and fathers, so not only women are responsible for childcare. By the way, a
study found businesses save $19 billion annually by retaining female employees when
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they offer fully-paid 16-weeks maternity leave. It's literally a win-win for businesses,
families and our society.

Diversity practices to sponsor women at work in America

Second, women need sponsors. We do not need more mentors; in fact research shows
we have many more casual mentors at work than men. Sponsorship means having
more leaders personally invested in our success, who offer us the top jobs, the high-
visibility projects and the insider knowledge that men often get informal access to on the
golf course or dinners women aren't invited to. Early pilots of sponsorship programs in
some innovative companies have yielded paositive results in the advancement of high-
potential women.

Diversity practices to distribute office housework equitably to advance women

Third, we need office housework to be distributed equitably. Office housework refers to
the unglamorous work — the meeting notes, ordering lunches, mentoring interns etc. that
does not get recognized or lead to promotion. Office housework is disproportionately
assigned to women and people of color. One study found women do 30% more of it
than white men. We must ensure women don't get saddled with these tasks, because
they have a real and recognizable impact on their career advancement. So in short:
Equitably distribute office housework.

Diversity practices to champion women’'s advancement at work

Fourth, and most importantly, leaders must address their own personal biases and also
actively champion equity. In writing my book, | found that across industry, organization
size and geography, companies that exhibited more gender equality than their peers, all
had only one trait in common — leadership buy-in for diversity. We must ensure leaders
— of corporations and governments alike - understand the unique barriers faced by
professional women and people of color, and work actively to dismantle them. We need
advocacy efforts backed by well-resourced chief diversity offices. Those in positions of
power must actively prioritize inclusion, so women can safely report harassment or bias
without retaliation.

Members of Congress, there’s no issue we are facing today that doesn't impact
underrepresented communities, especially more acutely — climate change, immigration,
violence, poverty, access to health care...the list goes on and you are all well-familiar
with them. What type of innovative solutions could we design if more women, especially
women of color, were in leadership roles to tackle them?

It is absolutely crucial for the future of the American democracy to prioritize
championing women, especially of color, in the workplace. Thank you.
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October 23, 2019

The Honorable Joyce Beatty

U.5. House of Representatives

2303 Rayburn House Office Building
Washington, DC 20515

Dear Representative Joyce Beatty:

As a D&l expert and active practitioner in the private and public sector,
| would like to submit a statement for the record to address some of the
concems and questions brought forward on October 17, 2019, at the
D&l subcommittee hearing, Promoting Inclusion: Examining the
Diversity of America’s Changing Workforce. In my attached statement,
| will be addressing: What steps we can take to help companies shed
bias, successful hiring practices that could eliminate bias, strategies for
increasing mentoring and networking, and lastly, best practices to
prevent age discrimination in hinng. promotion, compensation,
separation.

Please feel free to reach out if you have any further questions. My team
and | value the important work being done by this subcommittee, and
we are an accessible resource highly engaged in this work.

Regards,
,@{’(’ Z/ & -///(/-214(///
Dee C. Marshall

CEO, Diverse & Engaged
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Statement for the Record

Subcommittee on Diversity and Inclusion

Chair: Representative Joyce Beatty

Ranking Member: Ann Wagner

Hearing: Promoting Inclusion, Examining the Diversity Practices of America’s Changing Workforce on October
17. 2019

Strategies for shedding bias in the workpl (Question from Cong Adams)

To help companies shed bias, there should be nafional D&l standards and guidelines that require companies
to train their employees on the subject, and a toolkit for companies looking to increase awareness, and
implementation within the workplace. Cumently, companies are left at their own devices because they aren't
obligated to provide this training. While there are some companies that offer diversity fraining that addresses
uncenscious bias, the fraining or workshops offered are usually limited, lack additional engagement, follow up,
and practical application. Unfortunately, there are companies that have no training at all. To shed bias within
arganizations, we suggest the following guidelines to companies:

1. Al new hires, as part of their onboarding process, should be trained on unconscious bias, micro-
aggressions, cultural competence, and privilege.

2. EBxisting hires should have access to ongoing professional development programs that allow for
additional engagement, leaming, and application. E-leaming platforms like lyndo.com, coupled with
ongeing coaching from D&l experts ond practitioners, offer unlimited resources for individuals looking to
shed biases and create a more inclusive and diverse work environment.

3. Implement internal accountability measures like self-reporting, peer-reporting bios, and anonymous
reporting. Cur clients have found tools like pluto life and the Gallup Q12 index helpful for evaluating the
organization's culture and measuring the state of diversity and inclusion within their workplace.

4. Create hands-on leaming opportunities during company culture builders and development events to
bring awareneass to diversity & inclusion issues. Experiential learning like “brown eyes and blue eyes”
experiment of 1969, VR (virtual reality) “Death by 1000 Cuts” explore topics like “privilege™ and improve
learning transfer with non-diverse populations. Tools like (VR] virtual reality create greater empathy and
understanding of the unique experiences of diverse people. For instance, there is o VR experience we
are exploring that simulates the experience of a black man from childhood to adult demonstrating bias,
profiling, etc.

5. Curate opportunities for employees to learn about the diverse populations represented within the
workplace. We've seen this strotegy serve as a great awareness tool. For example, one of our clients
created an employee spotlight month-long exhibit in a highly frafficked common space on the
company’s campus. The exhibition showcased a variety of the employee's dimensions. from her being a
waorking mom, fo a person of color, down to her interest in gardening. The exhibit created a diologue
around historical context, and unique nuances impacting her day-to-day life and even had hands-on
activities for her colleagues to engage and leam maore. The exhibit enabled employees to learn about
an “unfamiliar” culture and observe similarities and commonalities that could have been clouded by
their unconscious biases.

Hiring practices that could eliminate bias

Overall, hiring practices should be examined for consistency, ransparency, and fairness. Hiring managers and
recruiters should be required fo go through a thorough diversity and inclusion fraining, and stay up to date with
the best practices. Similar to how specialists such as doctors and childcare providers are required to complete
a set number of training hours yearly, so should the gatekeeper individuals assigned to hiing employees. To
ensure consistency, there should be a standard protocol for sourcing talent, accessing talent, and interviewing
talent, This process should be fransparent and reportable, To ensure even more fransparency, it should be
standard practice for the interviewee to have the option to provide feedback on their overall interview
experience. To ensure foimess during the talent assessment process through the interview process, we've found
that blind resumes Iremovina idenfifving infarmation!, standord anestions for all candidntes. diverse norner 17
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persons of difference) interviews, diverse interview panels, coupled fogether help eliminate bias throughout the
hiring process. Additionally, inferviews with set criteria, note-takers, and scoring metrics created a very
transparent process and eliminated the vagueness around the candidate not being "a good fit."

Internal hiring and promotion should follow the same guidelines of consistency, transparency. and faimess to
ensure that opportunities for advancement are equitable. Qutside of the performonce review process,
strategies such as skip level check-ins, and job level inguiies and audits help companies evaluate each role
and ensure employees are compensated fairly for the work they are doing.

Strategies for i ing toring and networking (Question From Congi Kustoff)

The best practice for increasing mentoring is formalized and structured one-on-one and group programs to
encourage senior and junior leaders to mentor and include in networking. those with “least” likeness. The
current state of mentoring and networking os informal and authentic as it is is very exclusive, mostly benefiting
white males creating a barier for those racially and ethnically different, socio-economically different, women,
and all dimensions outside of “white male."” Attaching existing bonuses fo the mentoring program is one way to
engage and encourage more parficipation,

Prevenfing age discrimination in hirfing, pre tien, ¢ P ti paration (Question from Congr
Pressley)

Combating age discrimination needs several proactive opproaches. The first is ensuring that the ADEA Act and
Workforce Investment Act has sufficient protections for individuals over the age of 45. The later is hands-on,
steps companies could implement today, by merely adjusting their employee policies. Individuals over the age
of 45 are usually in the: last phase of their working years. and at the peak of their success. Unfortunately, the
state of ageism in the workplace often turns those successes, wins, accumulated knowledge, and expertise into
decayed accomplishments, Over time. older workers are viewed as obsolete and are often overooked. Their
sense of job security is diminished, and sooner or later, they are faced with being forced to retire or are fired
without cause, To protect and create o fransparent working environment for adults 45 and over, we
recommend the following guidelines to companies:

1. Incorpeorate age diversity in the existing diversity and inclusion program.

2. Waive the “at-wil “ right for an employee over 45. Eliminate at-will employment statuses for individuals
over the age of 45 (whether they're looking for new employment or locking to stay within the
organization). Employees over the age of 45 should be able to fransifion into transparent contracts, with
a negofiated length of service term.

3. Provide support for job seekers or existing employees over 45 by providing resources to build on existing
skills or opportunities to reinvent and strefch themselves,

4. Utiize progressive discipline policies limiting termination to very serious misconducts, and probationary
periods for employees 45 and older.

5. Provide clear promotion protocols, ensure promofions are considered based on seniority and
performance; senior employees should have the first right of acceptance or refusal of the role, and
should never be “passed over” for a promofion.

6. Implement succession planning programs to help employees transition and offer reverse mentoring
opportunities,

7. Create fransparency around term limits for each role; For example, a company may want to indicate
that y rele is a term limit role because they are looking to bring fresh ideas to the posifion every x
amount of years

Get to the Root

The real way to combat biases is by getting fo the root through early intervention and education. Biases,
racism, are all leamed behaviors. As a longterm solution, educating our upcoming generation on biases and
other diversity ad inclusion issues through curriculum integration is a sure way to prevent and mitigate biases in
our future global workforce.
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About the study

Women in the Workplace is the largest comprehensive study of the
state of women in corporate America. In 2015, McKinsey & Company
and Leanin.Org launched the study to help companies advance
diversity in the workplace. Since then, close to 600 companies have
participated in the study, more than a quarter of a million people were
surveyed on thelr workplace experiences. Every year, the number of
companies participating in this study has increased.

This year, 329 companies employing more than 13 million people
shared their pipeline data or completed a survey of their HR
practices. In addition, more than 68,500 employees were surveyed

on their workplace experiences, and we interviewed women and

men of different races and ethnicities, LGBTG women and men,

and women with disabilities at all levels in their organizations

for additional insights.

Our 2019 findings build en our data from the last four years, as well as
similar research conducted by McKinsey & Company in 2012,

Sign up for the 2020 study at womenintheworkplace.com.

McKinsey
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INTRODUCTION

Five years in, we see bright spots at senior levels.
But companies need to focus their efforts earlier
in the pipeline to make real progress.

In the last five years, we've seen more women rise to the top levels of companies. An increasing
number of companies are seeing the value of having more women in leadership, and they're proving
that they can make progress on gender diversity. This is an important step in the right direction.

Still, women continue to be underrepresented at every level. To change the numbers, companies need
to focus where the real problem is. We often talk about the “glass ceiling” that prevents women from
reaching senior leadership positions. In reality. the biggest obstacle that women face is much earlier in the
pipeline, at the first step up to manager. Fixing this "broken rung” is the key to achieving parity.

The culture of work is equally important. All employees should feel respected and that they have
an equal oppertunity to grow and advance. Employees care deeply about opportunity and fairmess,
not only for themselves but for everyone. They want the system Lo be fair.

Daone right, efforts to hire and promote more diverse candidates and create a strong culture reinforce each
other. A more diverse workforce will naturally lead to a more inclusive culture, And when a company’s
culture feels fair and inclusive, women and underrepresented groups are happier and more likely to thrive,

By fostering diversity, building a culture of opportunity and fairness, and focusing their attention on the
broken rung, companies can close their gender gaps—and make progress on the road to equality,

McKinsey
EEAN 18 & Company
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WOMEN IN THE WORK THE STATE OF THE PIPELINE

Based on five years of data from 590 companies
employing more than 22 million people, two things
are clear:

1. Despite progress at senior levels, women

remain significantly underrepresented.

2. A “broken rung” at the step up to manager is
the biggest obstacle that women face on the
path to leadership.

LEAN IN MeKinsey
2. & Company



Despite progress at senior
levels, gender parity remains
out of reach

Over the past five years, we have seen signs of progress in the representation
of women in corporate America, Since 2015, the number of women in senior
leadership has grown. This is particularly true in the C-suite, where the
representation of women has increased from 17 percent to 21 percent.

Although this is a step in the right direction, parity remains out of reach.
‘Women—and particularly women of color—are underrepresented at every
level! And without fundamental changes early in the pipeline, gains in
women's representation will ultimately stall.

Women are staying in the workforce and
doing their part. Again this year, women ane
not leaving their companies al higher rates than
men. Moreover, the vast majority of women and
men who plan 1o leave thelr company intend 1o
stay in the warklorce—and less than 2 percent
of employees are planning 1o leave to focus on
famity, Women are also asking for promations
and negotiating salaries a1 the same rales as

men, and this has been Lrue since 2015,

LEAN IN
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Companies are adding more women to the C-suite.
Today. 44 percent of companies have three or more
women in thelr C-sulie, up from 29 percent of companies
in 2015, Adding even one waman can make a maleria

difference, given the critical role top executives play in
shaging the business and culture of their company,
Still, the overall representation of women in the C-suite
Is far fram parily. About 1in 5 C-suile executives is

a woman—and only 1in 25 C-suile executhves s a
waoman of color.

REPRESENTATION IN THE CORPORATE PIPELINE BY GENDER AND RACE

% OF EMPLOYEES BY LEVEL IN 2019°

ENTRY LEVEL MANAGER

WHITE MEN

WOMEN OF COLOR |

12%
18%
2018 48% 38%
2018 48% 38%
Sty ar% 37%
2016 46% 37%
2015 Aa45% 37%
% CHANGE FROM
2015-2019 __i = | .. 3%
% POINT
CHAMNGE FROM +2.6pp +1.2pp
2015-2019
LEAN IN

SR, MANAGER/
DIRECTOR

33%

33%
32%

+8%

+2.6pp

SVP

C-SUITE

MEN EEN  WOMEN BN

30%
29%
29%
29%
27%

+9%

+2.4pp

26%

23%

21%

24%

23%

+9%

+2.0pp

21%
22%
20%

19%

+24%

+4.2pp

MeKinsey
&C
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There are signs the glass
ceiling is cracking . ..

More women are becoming senior leaders, This is driven by two
trends. First, more women are being hired at the director level and
above than in past years. Second, senior-level women are being
promoted on average at a higher rate than men. Additionally, men
at the SVP and C-suite levels are shightly more likely to leave their
companies, creating more open positions for women to fill,

THE GLASS CEILING AND THE BROKEN RUNG

The “glass ceiling™—a term introduced mare than
40 years ago—refers 10 an imvisible, systemic bamier
that prevents women from rising 1o senlor leadership.
But contrary to popular belief, the glass celling is

not ihe biggest obslacke 1o women's progres:
N is actually at the first stop up to manager—
ar the “broken rung”™

on.

59

Black women and Latinas are more likety
to be held back by the broken rung. Fos
every 100 entry-level men who are promoted
o manager, just 68 Latinas and 58 Black
women are promoted, Likewise, for every
00 men hired to manage:, 57 Latinas and 64
Black women are hired

LEAN IN

... But a broken rung prevents
women from reaching the top

Progress at the top ks constraned by a broken rung. The biggest obstacke women face on
the path to senior leadership is at the first step up to manager. For every 100 men promaoted
and hired to manager, only 72 women are promoted and hired. This broken rung results in
more women getting stuck at the entry leved and fewer women becoming managers. Not
surprisingly, men end up holding 62 percent of manager-level positions, while women hold
just 38 percent.

This early inequality has a long-tem impact on the talent pipeline. Since men significantly
outnumber women al the manager level, there are significantly fewer women to hire or
promote to senior managers. The number of women decreases at every subsequent level So
even as hiring and promation rates improve for wamen at senior levels, women as a whole
can never catch up. There are simply too few women 1o advance,

MeKinsey
& Company
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THE CORPORATE LADDER:
THE FIRST STEP UP TO MANAGER STANDS OUT AS THE BIGGEST OBSTACLE FOR WOMEN

144 women hired

C-SUITE 90 women promaoted
. 15
For every 100 men hired and SvP o
pr , this many
are hired and promoted:
B3
. WOMEN HIRED i 14
WOMEN PROMOTED
SR. MANAGER/ 0
DIRECTOR 104

The broken rung a1 the step
up 1o manager is the biggest
2 ohstacle women face on the
path 1o leadership.

MANAGER

LEVEL

T
e s ga
e

THE CORPORATE LADDER IN PERSPECTIVE:

IM A TYPICAL COMPANY, THE ABOVE HIRING AND PROMOTION RATIO LEADS TO THIS MANY WOMEN AND MEN AT EACH LEVEL .. .

Each dot represents the number of women and men at each level in a typical company

3 women s 10 men C-SUITE

14 women |

4 men

SVP
These purple boxes show what
equal representation of women
and men would look like: ve
SR. MANAGER/
DIRECTOR
At the manager level, the gap
b total number of women and
men is the largest. This is the
mmpact of the broken (ung, MANAGER
1,077 women
ENTRY
LEVEL
2,844 men

LEAN IN
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A CLOSER LOOK

The broken rung is an
unseen problem

Despite the profound impact of the broken rung on the trajectony
of women, both HR leaders and employees underestimate the
scope of the problem and its effect on the representation of
women al senior levels in their organization, Mare than half

of HR leaders and employees think their company will reach
gender parity in leadership over the next 10 years, In reality,

we are many decades away from reaching gender parity at the
highest ranks—and may never reach it at all

In addition, most pecple don't fully understand the problem,
When asked what the biggest challenges are 1o getting to
equal numbers of women and men in leadership, awareness

af the promation gap at the first step up to manager is low. HR
leaders more often point to less access to sponsorship or a lack
of qualified women in the pipeline, On the bright side, almaost
everyone says that women are doing their part: very few HR
leaders and employees think women are kess willing 1o do what
it takes or are less likely to aspire to positions in management.

PEOPLE ARE OVERLY OPTIMISTIC ABOUT WHEN THEIR COMPANY WILL REACH PARITY IN LEADERSHIP

Emplayees are overly optimistic about the
state of women. When 1in 3 managess in their
company s 3 woman, 62% of men and 54% of
wamen think women are well represented at

first-level managemes
senior leaders in thelr company is 3 woman, 44%
of men and 22% of women think women are well

L Likewise, when

n it

represented in senlor leadership.

Whan HR leaclirs snd employess Shink their campany will see S0/50 gender representation ot serior levels

EMPLOVEES mmm  HE L

ALREADY 2-5 6-10 10+
AT PARITY YEARS YEARS YEARS

LEAN IN

In reakty, uniess we close
the disparities In hiring and

prometions that make up the

broken rung, we are many

decades away from reaching

parity, if we reach it at all.

EADERS -

McKinsey

&

Company



62

People don't realize the step up to manager—the
broken rung—is the biggest challenge to getting equal
numbers of women and men into management

HR leaders say the biggest challenges are .. .

Women don't  There are 1oo fow ‘Women are

recelve as much  qualified women Judged by
sponsorship in the pipeline different
standards.

Men say the biggest challenges are . . .

‘Women are
less likely to
be

1o first-level
mansger robes

‘Women are.
teaving the
workforce at
higher rates
than man

There are 100 Women are Women don't Women are Women are
few qualified judged by receive as much less likely 1o leaving the

women in the difterent be at

pipetine standards to first-level higher rates
manager rales than men

Women say the biggest challenges are .. .

Women are Women don't ‘Womaen are
Judged by receive as much less likely 1o
different be p
to first-level
manager rofes
LEAN IN

)

Women are
less likely to
aspire to be in
management

Wamen are
less likely to
aspire to be in
management

©®© o o

There are too few
qualified women
in the pipeline

Women are
leaving the
worklorce at
mighes rates
than men

are
less likely to

aspire to be in
management

Women are
less willing
to do what it
takes

Women are

less willing

to do what it
takes

-]

Women are
tess willing
1o do what it
takes

MeKinsey
& Company
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To get to gender parity, companies
must fix the broken rung

For many companies, diversity efforts in hiring and promotions are focused at
senior levels, and we're encouraged by the gains that we're seeing in senior
leadership, Now companies need to apply the same rigor to addressing the
broken rung. Fixing it will set off a positive chain reaction across the entire
pipeline. As more women become managers, there will be more women to
promote and hire at each subsequent level, Put ancther way, more entry-level
women will rise to management, and more women in management will rise

to senior leadership.

The case for fixing the broken rung is
powerful. f women e promoled and hired
to firstbevel manager at the same rates as
men, we will add one milion more women 1o
managemenl in Corporale America over the
N five Yoars,

COMPANIES HAVE MORE OF THE RIGHT POLICIES AND PRACTICES IN PLACE AT SENIOR LEVELS THAN JUNIOR LEVELS

% of HR leaders who say their company Implements thase practices

GENDER TARGETS ARE SET FOR Diverse slates of similarly
REPRESENTATION qualified candidates are

required for promotions for . . . "

At senior
levels of
management

Clear and specific evaluation
criteria are in place before
the performance review
process begins for. ..

At junior

levels of
management
Evaluators involved in
performance reviews receive
unconscious bias training for
promotions for . ..

Evaluators meet to discuss
employee gualifications for
promotions for . . .

ENTRY-LEVEL SENIOR
EMPLOYEES LEADERS?

LEAN IN McKinsey
N & Company
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A CLOSER LOOK

Employees and HR leaders differ in what
matters for choosing managers

When it comes to evaluating potential managers, HR leaders and employees
have different ideas about what matters in their organization. HR leaders are
far more likely to say achieving goals, strong leadership, and being good at
managing people are the highest priorities. Employees, however, are far more
likely to think their organization most values navigating internal politics and
being well-liked. As a result, empl who are up for manager positions may
be evaluated based on both official and unofficial requirements. To eliminate
this disconnect, leaders should clearly communicate what really matters in their

organization: meeting goals and being an effective leader.

HR LEADERS THINK MERIT-BASED SKILLS ARE FAR MORE IMPORTANT THAN EMPLOYEES DO

Skills HR leaders and employees say thelr campany mest values when choosing new managers HRLEADERS mmm EMPLOYEES s

23%
Consistently Having strong Being good at Having good Being good Being
achieving goals ip skills ging people ical skills at navigating ii-liked
organizational
politics
LEAN IN McKinsey

& Company
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SOLUTIONS
Five steps companies can take to fix their
broken rung—and ultimately their pipeline

1. Seta goal for getting more women into first-level management

About a third of companies set targets for the representation of women at
first-level manager, compared to 41 percent for senior levels of management.
Companies should use targets more aggressively. Given how i it

is o fix the broken rung, companies would be well served by setting and
publicizing a bold goal to grow the number of women at the manager level,
Moreover, companies should put targets in place for hiring and promations,
the processes that most directly shape employee representation.

2. Require diverse slates for hiring and promotions

Companies are more likely 1o require diverse candidate slates
fior prometions at senior levels than at the manager level. But
outside research shows that diverse slates can be a powerful
driver of change at every level. When two or more women are
included on a slate, the likelihood that a woman will get the
paosition rises dramatically.

3. Put evaluators through unconscious bias training

Unconscious bias can play a large role in determining whao is hired,
promoted, or left behind, Companies are less likely to provide
unconscious bias training for employees who participate in entry-
level per e reviews than ior-level reviews, but mitigating

bias at this stage is particularly important. Candidates tend to have
shorter track records early in their careers, and evaluators may
make unfair, gendered assumptions about their future potential.

There is also compelling evidence that this training works: in
companies with smaller gender disparities in representation,® half
of employees received unconscious bias training in the past year,
compared to only a quarter of employees in companies that aren't
making progress closing these gaps.

LEAN IN




Bias may contribute to the broken rung. Socal sclence
research shows that we lend 1o overestimale men's

performance and underestimate women's, As a result,
women are often hired and promoted based on past
accomplishments, while men may be hired and promoted
based on future potential® Bacause employees early in thelr
careers have shor irack records and similar work experience
relative 1o one another, pedormance blas may espectally
disadvantage women at the first step up to manager.

Establish clear evaluation criteria

Companies need to make sure they have the right processes in place to prevent bias from
creeping into hiring and reviews. This means establishing clear evaluation criteria before the
review process begins, Evaluation tools should also be easy to use and designed to gather
objective, measurable input. For example, a rating scale is generally mare effective than an

open-ended assessment.

Even with the right systems in place, processes can break down in practice, Employees
are less likely than HR leaders to say that evaluation criterla are defined before candidate
reviews begin, and they report that participating employees do not typically flag bias when

66

they see it This paints to the need for to put

to encourage fair, unbiased evaluations. Without exception, candidates for the same role

should feel

should be evaluated using the same criteria. E

bias in the mament and have the training and resources to act when they observe it. In
addition, outside research shows that it can help to have a third party in the room when
bias and encourage objectivity

Iscuss © to

Put more women in line for the step up to manager

It is critical that women get the experience they need (o be ready for management roles, as well
as epporunities to raise their profile so they get tapped for them. The building blocks to make
this happen are not new—leadership training, sponscrship, high-prafile assignments—but many
companies need to provide them with a renewed sense of urgency.

LEAN IN




CASE STUDY
Supporting women at the critical step .

up to manager at MetLife

The challenge

Metlife realized that in order to see more women in leadership they needed to fuel
their own pipeline. This meant developing talented women from the entry level up and
promoting more of them to management roles.

What they did

MetLife launched a 14-month career development program for high-potential women
called Developing Women's Career Experience. The program not only trains women in
key leadership skills like business acumen and strateqgy, but also increases the sense

of urgency to promote women. This effort has paid off, with many participants taking

on expanded roles and responsibilities within six months of completing the program. In
addition, through its Women's Business Networks, MetLife runs Lean In Circles—a program
that brings small groups of employees together for monthly peer support and mentorship,

MetLife has also focused on increasing diversity in hiring and promotions. The company
uses diverse candidate slates and makes sure that managers consider diversity when
they make succession plans. Metlife also uses external recruiters to identify diverse
talent, ensures that job requi are gend tral, and trains recruiters on issues

in the selection process that could impede diverse hiring. To foster diverse talent in the
company's own ranks, MetLife has trained leaders to be mindful of potential bias in the
review and career development process.

Results
Since 2015, MetLife has strengthened the representation of women in its workforce. More
than half of its managers and entry-level workers are now women.

~ MetlLife

LEAN IN
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The Culture

of Work
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1B WOMEN IN THE THE CULTURE OF

To reach true equality, changing the numbers
is not enough. Companies also need to invest
in creating a strong culture. This means putting
three important foundational elements in place:

1. Equal opportunity and fairness
2. Work-life flexibility

3. A safe, respectful workplace

LEAN IN McKinsey
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EN IN THE WO

The importance of
equal opportunity
and fairness

Together, opportunity and
fairness are the biggest
predictors of employee
satisfaction

uni wvalue

ity and fairness. Acrass
demographic groups, when employees feel they have equal
opportunity for advancement and think the system Is falr, they are
happier with their career, plan to stay at their company longer, and are
maore likely to recommend it as a great place to work.

In fact, we looked at & number of factors that outside research has
shown influence employee satisfaction and retention—including
leadership accountability and manager suppart—and together
opportunity and fairmess stand out as the strongest predictors by far

LEAN IN

Diversity efforts are the key to
fairness for everyone. Companies

Hoyees of ab B
nd backgrounds have ace

disadvantaged
this is in fact the path to fairm

McKinsey
& Company



Many employees think they have equal
opportunity to advance—but they are
less convinced all employees do

A majority of employees believe they personally have equal opportunity to grow
and advance, but they are less convinced the system is fair for everyene. Fewer
than half of women and men think the best opportunities go to the most deserving
employees, and fewer than a quarter say that only the most qualified candidates
are promoted to manager. On both fronts, women are less optimistic than men,

‘Women are less optimistic
about their opportunity to
advance: 1in 4 women thinks
that their gender has played a
role in missing out on a raise,
promotion, or chance to get
ahead—and slightly more
women think their gender will
make it harder going forward.

EMPLOYEES ARE MORE LIKELY TO THINK THEY HAVE EQUAL OPPORTUNITY TO
ADVANCE THAN THEY ARE TO THINK THAT THE SYSTEM IS FAIR FOR EVERYONE

% of employees wha agree with the following statements

6% cea
59%
55%
34%
30%
I have an equal | have equal I have equal access
i PPy ity for 1o i
tor growth and advancement
development
EQUAL OPPORTUNITY

LEAN IN

MEN BN WOMEN

51%
46% ey
40% 50%
23%
7%
Promotions are The best Only the most
based on fair and  opportunities go 1o qualified
objective criteria  the most deserving  candidates are
employees promoted”
FAIRNESS OF THE SYSTEM
McKi
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& Company
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A few key practices shape how
employees view opportunity
and fairness

Manager support, sponsorship, and impartial hiring and promotion practices are key
elements in creating a workplace that delivers Ity and falmess to eveny
Managers and sponsors open doors that help employees advance. And when hiring

and promaotions are unblased, the most deserving employees can rise 1o the top—and
employees feel more confident that the process for advancement is fair,

1. Manager support

Managers have a big impact on how employees view their day-to-

day opporiunities, Employees are more likely o think they have equal
opportunities for growth and advancement when their manager showcases
their work, helps them manage their career, and advocates for new
opportunities for them on a regular basis,

Most managers provide this type of career support, and women and men
report receiving similar amounts of help from their manager. However,
managers don't do these things with enough consistency: About a third of
employeeas say managers advecate for new opportunities for them a great
deal, and less than a quarter of employees say managers regularly help
them manage their career.

Companies can help by making sure managers have the tools and training
they need to more fully support their team members—and by rewarding
them when they do.

My last manager was an important
sponsor for me. She helped me get
the role I'm in now. She'd known

me for six years and knew the role
would stretch me in a good direction.
She was very deliberate in how she
helped me navigate my career.”

~Senlor manager, Black straight woman

LEAN IN MeKinsey



73

LACE: THE

WHEN MANAGERS ARE SUPPORTIVE, EMPLOYEES THINK THEY HAVE GREATER OFPORTUNITY

‘When managers advocate for
new opportunities for employees, 2°3x 3.°X
employees are . ., more likely more likely
When managers provide opportunities
for employees to showcase their work, 2.6_! 3. 3_x
employees are .. . more likely more likely
When managers help employ g 2.2x 2.9x
their career path, employees are . . . more likely maore likely
When managers help employ ig 2.0x 2.3x
politics, I are... more likely maore fikehy

... to think they have equal
opportunity for growth and
development®

... to think they have equal
opportunity for advancement™

MAMAGERS CAN DO MORE TO SUPPORT THEIR TEAM MEMBERS

% of managers who say they provide Support on & consistent basis MANAGERS EEEI  MEN BEE  WOMEN M
versus % of emplayees who say they recelve manager support a great deal

i
60% )
45%
ary,
I 29%  28%
Give team members opportunities Advocate for new opportunities for Help team members navigate
to manage pecple and projects team members organizational politics
LEAN IN McKinsey
Lt & Company
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2. Sponsorship

Sponsorship can open doors, and more employees need it. Fewer than hall of
employees at the manager level or higher serve as sponsors, and only 1in 3
employees says they have a sponsor—and this is equally true for women and men,
Moreover, less than a third of employees say they get the sponsorship necded to
advance their career. Fortunately, sponsorship is trending in the right direction—just
a year ago, a quarter of employees reported having a sponsor.

Companies would be wise to double down on spensorship. Other research shows
that it accelerates career advancement,” and employees with sponsors are far more
likely to say they have opportunities to grow and advance,

EMPLOYEES NEED MORE SPONSORSHIP

% of managers who give and employess who recelve sponscrship

EMPLOYEES
WHO ARE MEN WITH WOMEN WITH
SPONSORS™ A SPONSOR A SPONSOR

LEAN IN



75

Inclusive and unbiased hiring and promotions

‘When companies have strong hiring and performance review processes in place,
employees are more likely to think the system is fair and the most deserving employees
are able to rise 1o the top. Over the past five years, more companies have adopted best
practices, but progress toward full adoption is slow. This year, only 6 of 323" companies
report they do all of the following: set diversity targets, require diverse slates for

hiring and promotions, establish clear and consistent evaluation criteria before review
processes begin, and require unconscious bias training for employees involved in hiring
and performance reviews.

In combination, these are the building blocks needed to foster diversity and minimize
bias in decision-making, Given that hiring and promotions are powerful levers in driving
pipeline diversity and employee satisfaction, there's a strong business case for adopting
more of these best practices.

WHEN THE RIGHT REVIEW PRACTICES ARE IN PLACE, EMPLOYEES THINK PROMOTIONS ARE MORE FAIR

When a diverse slate of similarly
qualified candidates is considered 1.6x 1.7x
for positions, employees are . . . more likely more likely

When clear and specific evaluation

criteria are put in place before 1.6x 1.6x
the review process begins, more likely more likely
employees are ...
When evaluators have received
unconscious bias training, 1-4_'x 1.5x
employees are . .. more likely more likely
‘When people involved in the
review process call out bias, 1 .5_)( 1.7x
employees are . .. more likely maore likely

... to think promotions
are based on fair and
objective criteria™

LEAN IN

.. . to think the best
opportunities go to the most
deserving employees™

2.3x

more likely

2.3x

more likely

2.0x

more likely

2.5x

more likely

. .. to think only the most
qualified candidates have
been promoted™
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A CLOSER LOOK

Some groups of women receive less support
and see less opportunity to advance

There is no one story of women in the workplace. Gender is far less likely (o feel they have an equal opportunity to grow and
one of many aspects of women's identity that shapes their advance, and are far bess likely 1o think the best opportunities
experiences. Women of color, lesbian and bisexual women, go to the most deserving employees. They are also less happy
and women with disabilities are having distinct—and by and at work and more likely to leave thelr compasny than other

large worse—experiences than women averall”. Most notably, WOmEn are,

Black and women with face more barriers o S o et

o advancement, get less support from managers, and receive
bess sponsorship than other groups of women.

Not surprisingly, Black women and women with disabilities are

BLACK WOMEN AND WOMEN WITH DISABILITIES ARE HAVING A NOTABLY WORSE EXPERIENCE AT WORK

% of emplayees who say .

oG ABETTES
EXPERENCE

L e LESBAN  ESENUAL

MEN WOMEN WOMEN WOMEN

EQUAL OPPORTUNITY ON FAIRNESS

Fhave equal opportunity for
growth snd development  99% 66%

| have equal epportunity

for advancement
Ihivecausleccess BN aox S Eoes
Promchre s an a6%  asx aax

The best opportunities
go 1o the mast a0k a0% 3%

deserving employees

Only the most qualified
canﬂlﬂ'zhesmwmured' 7% 16% 15%

o sl e sy S Pl ot Trioking B36.0TI P81 180N DOOMOEETS N2 MATADN T VO
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BLACK WOMEN AND WOMEN WITH DISABILITIES ARE HAVING A NOTABLY WORSE EXPERIENCE AT WORK

% of employwes who say .-

g & wETTER
EXPEENCE
AL AL LESBIAN  ISEXUAL WOMENWITH  WHITE Aman s nLaCK
MEN WOMEN  wOMEN WOMEN  DIEABLTIES  WOMEN  WOMEN HAS  woMEN
v v

MANAGER SUPPORT AND SPONSORSHIP™

My manager
helps me navigate 29% 2B% 31% 26%

organizaticnal politics

24% 28% 24%

My manger advocates for

new opporunities for me 34% 3% 35% s i 35%

My manager gives me
opportunities to manage  45% a1% a5% 38%
pecpse and projects

My manager provides
opportunities for me to 42% 39% A0% 38%
shawcase my wark

My manager haelps me

manage my career path 4% 26% 27%

| hrve: the: sparsorship

needed to advance 33% 30% 29% 30% 27% 3%
my career™
o
wr = %
LEAN IN McKinsey
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27 WOMEN IN THE WORKPLACE: THE CULTURE OF

IN THEIR OWN WORDS™

On how identity shapes
experience at work

| don't feel | have the same opportunities
as others. If you look like the people
making the decisions, it's easier to
advance. And | don't look like any of the
people making decisions here.”

=\PF, Black lesbian woman

I have to out myself in many ways so my
colleagues understand they have people
who are different in their midst. Diversity

isn't always something you can see.”

—Entry level, Latina lesbian woman

A lot of Black women think that many gender
initiatives are really tailored toward white
women. Are they targeting women of color
too? It often doesn't feel like it.”

—Senior manager, Black straight woman

LEAN IN McKinsey
— & Company
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CASE STUDY
How AB InBev changed their culture

ABInBev

The challenge

In 2015, AB InBev, which owns Anheuser-Busch, participated in the first Women in the Workplace
report. As a result, they realized that employing more women was a business opportunity: They could
both diversify their talent and reach more women consumers,

What they did

AB InBev's leaders designed a comprehensive strategy and took many actions to drive change, but
these are the three steps that they believe moved the needle most:

1. Got empl to buy into di ity:
It's crucial to make the business case for diversity—and make it stick. AB InBev's leadership shared
research showing that more diverse teams make better business decisions and helped employees
see that diversity would help the company reach more consumers,

2. Built managers’ skills:
AB InBev used the recommendations in the 2017 Women in the Workplace report as a playbook to
create a toolkit for D&l leaders in regions around the world. A key focus of the toolkit was to develop
managers’ skills in D&L. It included training to help them reduce bias in hiring and promotions and
foster inclusive teams. All managers receive feedback on how they are championing D&I as part of
their annual 360 review. They also get feedback from their team members, who are surveyed on the
manager's D& performance.,

3. Created a supportive culture:
AB InBev has created a network of trained D&) allies so employees feel safe raising issues.
The company has also created a Global Parental Standard that increased parental leave to be
competitive in local markets, For instance, in Mexico, when primary caregivers return after four
months of leave, they work four hours per day—the number of months old their babies are—and add
an hour per day each month until they're warking full-time,

Results

In the past three years, AB InBev has made major changes that set the stage for increasing its
representation of women, They have aiready achieved an important milestone: They've equalized
promotion rates at the first step up to manager.

McKinsey
EEau 1N & Company
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29  WOMEN IN THE WORKPLACE: THE CULTURE OF WORK

The importance of
work-life flexibility

Opportunity and fairness matter deeply
to employees. So does fitting work into
life. All employees benefit from the
flexibility to shape their work schedule
and time off for big life moments, like
recovering from surgery or caring for

a newborn. When workplace policies
support balancing work and life,
employees are happier at work.

LEAN IN McKinsey
- & Company
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Employees want more
flexibility, and companies
are delivering

Balancing work and life is a juggling act for most employees, and flexibility is

key to making it possible. Companies have responded 1o this need over the Work-life flexibility is on

past five years, Almost all companies offer employees time off for family or the rise: In 2019, maore than
personal reasons, and a vast majority of companies give employees some 70% of employees said their
freedom 1o set their own schedules or work from home, Employees recognize companies offered some

the benefits of these paolicies. but they still think companies can go further: flexibility to work fram home,
Work-life flexibility was the number one issue raised by employees in 2019, compared to about 40% of
followed by the need for more mentarship and sponsarship. employees in 20157

| work remotely, and it's the best thing that
ever happened to me. | gain at least two
hours of my life back daily when | would
have been commuting. Now that | work
from home, | can give all of those two
hours to the company, or | can use those
two hours to get my kids to soccer or
volleyball practice. That is huge for me.”

=Senicr manager, while straight woman

MOST COMPANIES GIVE EMPLOYEES WORK-LIFE FLEXIBILITY

% of

can take Empl 5 can set their Employees can work

time off for family work schedules from home
or persenal reasons

LEAN IN

nins shat atfer flewinility versus the = of employees who say they have ot ieast n Bt bit of fexibibty COMPANIS

CMPLOYEES e
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Many employees take leave,
but some worry about negative
consequences

Over the last five years, a majority of employees have become new paremts of dealt
with a significant personal or family health issue. About hall of these employees
ook leave. Many who did not take leave were able to handle the situation without
a break in work, but others point to concerns about work responsibilities, fear that
it might negatively impact their career trajectory, or financial concerns, Moreover,
more than 1in 4 employees who took leave say it hurt their career or finances—and
this is particularty true for wamen.

LEAN IN

| feel that | need to do more
to prove my worth now, after

taking maternity leave.”

—Senior manager, white straight womar

Women feel more negative
consequences when they
take leave: 20% of women
who've taken a leave say it
negatively impacted their
career, compared to 10%
«of men. Women are also
twice as likely 1o say it had
a negative effect on their
financial well being.

McKinsey
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Over the last five years, a majority of employees The ability to take leave
experienced a significant life event® . .. affects everyone: over
2¥ as many women
MEN B WOMEN e and men take leave for

personal or family health

issues rather than after

A MAJOR LIFE
EVENT

... About half of these
employees took leave . . .

DD NOT TOOK LEAVE
TAKE LEAVE

La
E

... Of those employees who didn't take
leave, they point to these reasons:

| was able to handle the B4%
situation without taking leave

I felt | couldn’t take leave because of
work responsibilities at the time

Another family member was
able to handle the situation

I felt it would negatively
impact my career

My partner was able
to handle the situation

=]
@

Leave was unpaid so
not financially feasible

Leave was partially paid but
still unaffordable for me

*

57 0H

McKinsey
LEAN IN & Compar
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A CLOSER LOOK

Most women who work also have
partners who work, which can make
balancing work and life tricky

Eighty-one percent of women have a partner who works full-time,
compared 1o 56 percent of men. And as employees become more senior,
his disparity between women and men grows: 72 percent of senior-level
women have a pariner who works, compared to only 37 percent of men
at the same level, In other words, men who rise in the workplace are
significantly more likely 1o have a stay-at-home partnes than women at
the same level. When it comes (o household responsibilities, there is also
a big gender disparity: 39 percent of women in dual-career relationships
report doing most or all of the housework, compared to just 1 percent of
men in dual-career relationships,

Dual-career relationships are
becoming more common: Today, 56%
of men have a partner who works full-
time. compared to 47% in 2015, And 81%
of women have a partner who works
full-time, compared 1o 75% in 2015,

FAR MORE WOMEN ARE IN DUAL-CAREER RELATIONSHIPS

The good news is that there may be
a generational shift when it comes
to housework: younger women in
dual-career couples do less of the

housework compared 1o older women

in dual-career couples.

% Of EMpAOYeES Wi BATTHETS who work Tull-time by kevel

C-SUITE . SVP, VP |

SR, MANAGER/ |
DIRECTOR

MANAGER

ENTRY LEVEL

100%

LEAN IN

100%
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Paternity leave has increased,
but maternity leave is stagnant

Significantly more U.S. companies offer paid | ity leave d to three years ago,

and the average paid leave available to new fathers has increased from four to seven weeks.

Similarly, the number of companies offering extended patemity leave has increased by 59

percent. New fathers appear to be taking advantage of these expanded policies: In 2019, men

were roughly as likely as women to take leave when they became new parents,

Taken as a whole, however, there is still significant room for improvement, About 40 percent

of companies do not offer extended parental leave, and there is very little progress being
made on maternity leave. Most notably, the average length of paid matemity leave has
remained stuck at 10 weeks—compared to the 20 weeks women, on average, receive in

Europe.* Since parental leave is critically important 1o many employees, companies would be

well served to provide it more generously.

COMPANIES HAVE MADE PROGRESS ON PARENTAL LEAVE, BUT IT'S NOT ENOUGH

% of companies that offer the following types of leava™

COMPANIES WITH
PAID LEAVE

BE%

_BI% g9y,

2016 2019

v
THE AVERAGE LENGTH OF PAID
PARENTAL LEAVE HAS INCREASED FOR
FATHERS BUT NOT FOR MOTHERS

2016 2019
| Paternity leave 4 weeks 7 weeks.
|

| Maternity leave 10 weeks 10 weeks

LEAN IN

MATERNITY

COMPANIES WITH
EXTEMDED LEAVE

2016

oy mipsee

2019
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CASE STUDY

Supporting women’s JPMORGAN CHASE & Co.
advancement at JPMorgan Chase

The CEO and operating committee at JPMorgan Chase (JPMC)
wanted to increase women's representation at senior levels more
quickly in order to have diverse perspectives at the top. In 2013,
several women on the operating committee launched the Women
on the Move program 1o connect women executives across JPMC
locations around the world,

This effort was accompanied by other new initiatives, including
increased paid parental leave and a ReEntry Program for employees
returning 1o the industry. JPMC also launched a “30-5-1" campaign
to foster employees to support women colleagues. The program
encourages employees to set aside 30 minutes a week to have
coffee with a talented woman colleague, five minutes a week to
recognize a woman colleague’s success, and one minute a week 1o
share that success with others at the firm. JPMC's leaders believe
that these programs, along with the firm's other diversity and
inclusion initiatives, have helped them develop and retain more
talented women. JPMC has increased its representation of women in
the C-suite at more than double the industry average.

MecKinsey
LEAMN LN & Company
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The importance of
safe and respectful
workplaces

The foundation of a good culture is

a safe and respectful workplace. To
put this in practice, companies need

to make it clear that disrespectful
behavior will not be tolerated and hold
everyone accountable. They also need
to equip employees to call out bias and
everyday discrimination when they see
it so they become part of the solution.

The way leaders at my company conduct
themselves really sets the tone for how people
should be treated. | can only think of one person
at work who was disrespectful to people with
disabilities. He didn't remain in his job very long.
There is no tolerance for disrespectful leaders
and for those who are not inclusive.”

—Senior manages, white straight disabled woman

MeKinsey
& Company
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A safe and respectful culture
requires accountability

Companies need to hold leaders and employees accountable for good behavior
and have systems in place to surface and address bad behavior. This is worth
getting right: When employees think their company is serious about accountability,
they are happier and more likely to stay at their company. Yet only 32 percent of
women and 50 percent of men believe disrespectful behavior toward women is
often quickly addressed by their company.

EMPLOYEES ARE HAPPIER WHEN THEIR COMPANY EMPHASIZES ACCOUNTABILITY

When senior leaders are held
accountable for performance on 1.4x 2-°_x 1 .Gx
gender diversity, employees are . . . more fikely more likely more likely

When disrespectful behavior toward
women is quickly addressed, 1'5_x 1.3)( 1 -s_x
employees are . . . mare likely more likehy more likely

When the company provides a clear
and safe way for employees to voice 1 's‘x 1-9_x 2.1!
concerns, employees are . . . more likely more likety more likely

When senior leaders clearly

communicate that there will be no 1.2x 1.3x 1.4x
i for sexual more likely mare likely more likely
employees are™ _ |

When employees expect that
reporting sexual harassment to 1.6x 1.6x 1.8x

t would be effective or more likely more likely more likely
helpful, employees are™ . ..

... to be happy with ... to say they plan to ... to recommend
their career™ stay at the company™ the company™

McKinsey
LEARLY & Company
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Companies should empower
employees to speak up

In the past year, 33 percent of women and 11 percent of men say they have seen or heard
biased behavior toward women. Yet 73 percent of women experience microaggressions,
ar everyday slights rooted in bias. This peints to a disconnect: Many employees aren’t
recognizing biased behavior, and even when they do see it, they don't speak up. Only
about a third of employees who've seen bias over the past year spoke up personally to
challenge it—and a quarter say someone else did, Employees may be apprehensive about
speaking up because it feels like a high-risk endeavor: 37 percent say it could hurt their
career, Or they might not think it will make a difference: Half of employees who've spoken
up say nothing happened as a resull.

Unconscious bias training can help employees learn to recognize bias™ and should
be reinforced on a regular basis. This training needs to be coupled with a culture that
encourages people to speak up and engage in difficult conversations.

ABOUT ONE IN FOUR EMPLOYEES SAYS THEY'VE OBSERVED BIASED BEHAVIOR TOWARD WOMEN

% ol employees wha somelimes or very often shw bissed behavior roward women in the past yoar MEN BN WOMEN mmm
When employees observed bias,
here's who objected:
54%
49%
EMPLOYEES WHO
HAVE HEARD » 3% om
OR SEEN BIASED 6% aan
BEHAVIOR
No one did Someone | did
else did

McKinsey
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Managers need to
challenge bias

Managers play a central role in shaping employees day-to-day work

experiences. When al ™ ¢ ge gender-biased or
behavior, employees are several times more likely to say their company values
people’s differences and quickly ad 5 d ful ior toward
women.* But only a third of empl say gers do this often—and women

are significanthy less likely than men to think this is true.

My manager is a white man. He always pushes

for greater inclusion. He pushes for women. He
pushes for the African-American community, the
Hispanic community, the Asian community, We just
recently rolled out an LGETQ employee resource
group. He was the biggest advocate of that.
Because he believes—| believe”

~Individual contributor, white straight woman

WHEN MANAGERS CHALLENGE BIAS, EMPLOYEES SEE THEIR CULTURE AS SAFER AND MORE RESPECTFUL

When managers often 4.6x
challenge gender-biased more likely
language or behavior,
employees are . .. to say disrespectful

behavior toward women is
quickly addressed™

2.0x
more likely
to say their organization values

the differences that people
bring to the workplace

MeKinsey
& Company
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It's important for senior leaders
to model the right behavior

Compared to employees at other levels, senior leaders are more likely to
challenge biased behavior when they see it About a quarter of entry-level
employees say they do this, compared to 53 percent of senior-level men and 46

percent of senior-level women,

But seniorlevel men, in particular, say that they don't observe a lot of gender

bias. Only 12 percent say they've seen biased behavior toward women in the last
year.* On the other hand, 43 percent of senior-level women say they have. The
challenge is educating senior-level men so they can better spot bias. When senior
leaders speak up more often, employees may feel empowered to speak up, too.

I'm involved in a program
that mentors women. My last
manager wasn't supportive

of my involvement. But | felt

SENIOR LEADERS ARE MORE LIKELY TO CHALLENGE GENDER-BIASED BEHAVIOR THAN OTHER LEVELS

empowered to do it anyway
because of senior-level
support. | think support from
top management is key.”

—Senior manager, Latina straight woman

WOMEN

% of employees who sometimes of very often see binsed behavior foward woman MEN -
60%
More likely to object
to gender biased @ SENIOR
behavior when 50% HEARES
they see it @ SENIOR
LEADERS
40% ® senior
MANAGERS
° ® senior
MANAGERS
MANAGERS ®
MANAGERS
® cnmrvievel
EMPLOYEES
3
L
30% 0% 50%
More likely to observe biased
behavior toward women
36 Ful coeston: Have you heard of seen biasod bohavior tows @ 71 Wiy BT, 01N, OF ST
LEAN IN Mc
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Candid conversations =

are important SUNTRUST

SunTrust executives have focused for several years on promoting a more
open, inclusive dialogue at the company. In 2018, the company participated
in the CEQ Action for Diversity and Inclusion’s “Day of Understanding.”

The event helped employees to embrace differences, build awareness of
unconscious bias, and nurture inclusivity inside and outside the bank. It
included workshops to foster candid conversations around race, gender,
disability, LGBTQ identity, religion, and military service,

In response to high demand from employees, SunTrust has since held
more than 30 similar workshops across the U.S. In addition, thousands of
employees participate in one of the company's eight Teammate Metworks
(TMNs), which build awareness and appreciation for different cultures,
backgrounds, and perspectives, each led by an executive council member.
These efforts seem to be making a difference: BO percent of employees
report that the company's environment is inclusive, up 11 percentage
points in three years,

MecKinsey
el & Company
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Microaggressions can have a
macro impact

Microaggressions are a common occurrence in the workplace. From having their judgment
© to being
women are far more likely to experience this yday discri

or being mi: for someone at a more junior level,
While 73 percent of
women and 59 percent of men have experienced at least one type of microaggression,
these everyday slights are more commaon for women, They are almost twice as fikely as
men to experience four or more types of microaggressions.

Some groups of women face more types of microaggressions. Compared to other races
and ethnicities, Black women are the most likely to have their judgment questioned

in their area of expertise and be asked to prove their competence, Lesbian women,
bisexual women, and women with disabilities are far more likely than other women to hear
demeaning remarks about themselves or others like them and 10 feel like they cannot talk

about their personal lives at work.

Although they can seem small in the moment, these negative experiences add up. Over
time microaggressions can have a majos impact, and it's important to challenge them
when you see them. Women who experience microaggressions are three limes more
likedy to regularly think about leaving their job than women who have not experienced this

form of discrimination,

|
MICROAGGRESSIONS

Microaggressions are farms of everyday
hat are often rooted in

discrimination

bias. Wi

vy signal gisrespect and are more often

er intentional or unintenticnal,
drected at thase with [ess power

LEAN IN
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WOMEN EXPERIENCE MORE MICROAGGRESSIONS, ESPECIALLY LESBIAN AND BISEXUAL WOMEN, WOMEN WITH DISABILITIES, AND
BLACK WOMEN

% of differont groups of employees who say they experience microBgyressions

MAVING A DETTER HAVING A WORSE
EXPERIENCE -
AL ALL LESEIAN BISEXUAL  WOMENWITH  WHITE ASIAN BLACK.
MEN WOMEN WOMEN WOMEN  DISABILITIES  WOMEN WOMEN AATROAS: WOMEN
v v v v

HAVING COMPETENCE QUESTIONED

Meeding to provide
more evidence of
your competence

Having your judgment
questioned in your area
of expertise

BEING OVERLOOKED

Being interrupted or
spoken over

Having others take or get
credit for your ideas

BEING DISRESPECTED

Being mistaken for
someone at a much 18%

lower level

Hearing demeaning
remarks about you or 16%

people like you

Hearing others’ surprise
at your language skills or
other abilities |

Feeling like you can't talk
about yourself or your
life outside work

10%

LEAN IN Mcghwv



Sexual harassment is
far too common ...

Sexual o i to be a wi issue
at work. Two in five women surveyed have experienced
some form of sexual harassment over the course of their
career, such as hearing sexist jokes, being touched in
an inappropriately sexual way, and receiving unwanted
attempts to have an intimate relationship.

For some women, sexual harassment is more commaon.,
Lesbian women, bisexual women, women in technical
roles, and women in leadership roles are more likely to
be sexually harassed. Social sclence research shows
that women who defy conventional expectations of how
women should act—for example, because of their sexual

i ion or field of work geted more often.™
‘Women with disabilities also experience higher rates of
sexual harassment, and outside research shows this may
be because of their more vulnerable status at work,™

95

WOMEN ARE LESS CONFIDENT THAN MEN THAT REPORTING
SEXUAL HARASSMENT WOULD BE EFFECTIVE

% of employees who think reporting harassment would be ..

2%

2%

-
MEN

SOME GROUPS ARE MORE LIKELY TO EXPERIENCE HARASSMENT THAN OTHERS

POINTLESS
it wouldn't be taken seriously

RISKY
you might be penalized

UNCERTAIN
you don’t know how
it would play out

HELPFUL
it's a good first step

EFFECTIVE
it would be fairly
investigated and addressed

%ol wha report Ing sexual over th

of their career

LEAN IN
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... And it is critical that companies
communicate that it won’t be tolerated

Companies need to ¢ icate that all forms of sexual harassment will not be tolerated. Many

are doing this effectively. Ninety-one percent of companies say they've communicated their sexual
h policy to emp
leaders at their c have clearly c
And for the most part, the ge is reaching employ
describe thelr company’s policy to a new employee.

in the past year. Eighty percent of employees report that senior
icated that sexual will not be tol d.
: 66 percent of employees say they could

Some companies would also benefit from making the claim process more transparent and putting
an audit process in place to ensure that investigations are intensive and outcomes are appropriate,
While 59 percent of employees think a claim of sexual harassment would be fairly investigated and
addressed, about 20 percent are uncertain or think it would be risky or pointless to file a claim.
Women, in particular, are less likely to trust the reporting process than men—and women who have
experienced any form of sexual harassment are particularly pessimistic.

Some employees also fear a backlash for raising the issue: 38 percent of women and 24 percent of
men who have been sexually harassed and kept it to themselves say they were worried that reporting
could have negative consequences on their career. In addition, companies are wrestling with how

to create transparency: Half of employees say that they don't know if top performers are held

accountable for violating their ¢ ‘s sexual h policy.

WHEN COMPANIES TAKE A STRONG STAND AGAINST SEXUAL HARASSMENT, EMPLOYEES
ARE MORE LIKELY TO FEEL THEIR WORKPLACE IS SAFE AND RESPECTFUL

SAFE WORKPLACE RESPECTFUL WORKPLACE
‘When employees think senior leaders clearly
communicate that there will be no tolerance for 2.0x 1.6x
sexual harassment, employees are™ . .. more likely more likely
‘When employ think that sexual .
harassment to management would be effective 4.|8X 2-%’(
and helpful, they are also® . .. more likety more fikely
When employees think that top performers are
held accountable if they viclate the harassment 4'2)‘ 2.3_)(
policy, employees are® . more likely more fikely
. .. to say disrespectful ... to say their company

LEAN IN

behavior toward women is
often quickly addressed at
their company

values the differences
that people bring to
the workplace
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A CLOSER LOOK

“Only” women are having a worse
experience than other women

Given that women are D) across the corp: pipeline, many end up being
hix only of one of the only wamen in the room at work. About 1in 5 women says they are often
an "Only.” and this experience is about twice as likely for senior-level women and women in
technical roles. By comparison, only 5 percent of men are often the only or one of the only
men in the rooam, and regandiess of their race, ethnicity, or sexual orientation, they face less
scrutiny than women Onlys.

Women who are Onlys are having a notably difficult experience at work, They're far mose likety
to experience micropggressions than women who work with other women. They are mone
than twice as likety to be asked 1o prove their competence, over three times more Rkely to be
mistaken for someone more junios, and about twice s likeély 1o be subjected to demeaning or
disrespectful remarks. Moreover, they are twice as likely to have been sexually harassed at
some point in their career.

BEING AM DMLY IS FAR MORE COMMON FOR SENIDR LEVEL AND WOMEMN IN TECHNICAL ROLES

% 0f chiferent grouEs of women Wi B often the ol of GNE of the Only women in the room

168%
ALL SENICR- WOMEN IN
WOMEN LEVEL TECHNICAL
WOMEN ROLES
LEAN IN McKinsey

B Company
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Women Onlys stand out in the spaces they occupy, and
this added visibllity can make the biases they face more
pronounced. As a resull, women Onlys tend to be hedvily
scrulinized and hald 1o partcularty high standards. In addl
they are offen seen as the standard-bearer for all women
Thisty-seven parcent of women Onlys rapon fealing under
pressure to perform and 35 percent fee
walched, Black wome:
the oty person af 4
on guard and closely watched—-50 percent report fe
this way a5 an Only.

" guard of ciose

who dre offen the only woman and

race in the room, can feel espec

WOMEN ONLYS

E MORE

% of women Onlys and ron-Onlys who have these exporences during the normal course of business

HAVING COMPETENCE QUESTIONED

Needing to provide more evidence
of your competence than others do

Having your judgment questioned
in your area of expertise

BEING OVERLOOKED
Baing interrupted or spoken over

Having others 1ake of get credil
for your ideas

BEING DISRESPECTED AND EXCLUDED

Being mistaken for someone at &
much lower level than you are at

Hearing demeaning remarks about
you or people ke you

Hearing others’ surprise at your
language skills or other abilites

Feeling you can't talk sbout
yoursell or your life outside work

LEAN IN

WOMEN WOMEN
NON-ONLYS ONLYS
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IN THEIR OWN WORDS

‘Isow you're treated in the room,
that makes the biggest difference.
Those microaggressions of not
being asked a guestion, or having
people talk over you, or when no
one solicits your opinion. They
add up.”

— Direciorn, white straight woman

“At work I'm under a microscope.
| feel an immense pressure
to perform.”

— VP, Elack lesblan woman

‘E‘am often the only woman in the room with
a bunch of guys. It takes a while to make it
known that I'm not the note taker, I'm not the
party planner, and I'm not their mother. I'm
just a worker just like they are.”

— Individua! contributor, Alaskan Native straight woman

McKinsey
LEAN IN e
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SOLUTIONS

Strategies to counteract
the Only experience The Only experiance st Rmited 1o gender. Being an

Only s common for peogie of color and gay peopie.
Thirty-eight pereent of people
y peooke of their race and eths

Companies can’t change the representation of women

orong of L

overnight, but there are strategies they can use to counteract raom, Likewise, 58 percent of gay men ana 70 percent of
the Oy experience. Companies can hire and promote women lestian womnen ate oflen Onlys for thelr sexual orientation,
in cohorts 5o that there are multiphe wamen at similar levels. Fer people who are Onlys because of their race, the

In addition, companies should pay close attention to teams stakes can feel especiafy high, They are more Bely Lo

or functions where there are Onlys and be deliberate about
statfing: rather than staffing one woman on a team, they might
put groups of two of three women on teams together. As well
as making the Only experience less Common, companies

can make the experience better by helping women build
connections with each other through mentorship programs o
by staffing them on cross-functional projects.

1% walEhing (WGl ey move of a5
< refiect posihe atively o 4
of the same race. Similar to other Onlys, Gay

people who are Onlys tend 1o fee
perform. closety walched, and left ou

INHEr PIESSUre 1o
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Commitment to

Diversity

LEAN IN
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51 WOMEN IN THE WORKPLAC! MITMENT TO DIVERSITY

Companies are far more committed to gender
diversity than ever before. Now they need

to double down on their efforts to turn that

commitment into action.

MeKinsey
EEAN N & Company
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Commitment to gender diversity
has increased significantly

Today, 87 percent of companies are highly committed to gender diversity, compared to 56

percent in 2012, when McKinsey & Company first conducted a similar study on the state of
women at work. Since 2015, manager commitment to gender diversity has also increased,

h

and empl

Itis encouraging that so many companies priofitize gender diversity. However, it's worth
noting that employees are less convinced: only half of employees think gender diversity is a
high pricrity to their company, and that number hasn't changed over the last five years,

What employees think matters, When employees say their company is highly committed to

:cially among

Companies, managers,
and employees are

s risen significantly. similarly committed to

racial diversity as they
are to gender diversity:
77% of companies, 5%
of managers, and 56%

of employees sayitis a

gender diversity, they are happier and plan to stay at their company longer. This is equally high priority,

true for women and men.**

COMMITMENT TO GENDER DIVERSITY HAS RISEN OVER THE LAST FIVE YEARS

Companies that say
gender diversity ks a

high pricrity™

2012
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2015

Employees

wha say gender
evarsity is a high
eiaeity foe shair
company*™®

Managads who Employirs Mon who
say gender whi say gendes say gendar
diversity is a diversity ks a high diversity i &
high priority priotiy to their high personal
manager priority
2015 209 2ms 2019

There are also signs that commitment will
continue to trend in a positive direction, Younge:
generations are more kely 1o see bias in the
workplace—lor exampie, managers under 30

are more likely to say they see bias than older
employees at the same level
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Turning commitment
into action

Many companies need to do more to put their commitment into practice and
treat gender diversity like the business priority it is. This starts with taking
concrete actions like setting diversity targets and sharing diversity metrics—
not just at senior levels, but with all employees. it also means holding
leaders accountable and rewarding them when they make progress. In most
what gets and ded is what gets done,

Ower time, more companies are putting the right mechanisms in place, and
employees are noticing this progress. Compared to last year, employees are
twice as likely to say their companies have gender diversity targets in place
for hiring. However, there is more to be done. When companies have the
right foundation for change—clear goals, cbvious accountability, a reward
system—they are in a better position to drive systemic change. Gender
diversity efforts shift from a nice-to-have to a must-have, and that leads to
broad-based action across the organization,

COMPANIES WOULD BEMEFIT FROM HAVING MORE BEST PRACTICES IN PLACE

% of companies that do the foliowing.

2016 2017 2018 2019

Set gender diversity targets for
employee representation L A 38% 35%
Share at least some diversity 56% 55% 6%

h . --

metrics with all employees*”

Hold senior leaders
accountable for progress on
gender diversity metrics

Have financial incentives in
place for senior leaders who A
meet diversity metrics

Engaging senior leaders is driving change.
More than hall of companies hold senior
leaders accounable for progress on gender
diversity metrics, up from a fttle over a

third in 2015, And it's making a diffe:

ce.
Seventy-three percent of senior leaders are
highty commitled to gender diversity. and
close o half say they're working 1o iImprove
gender diversity. Senior leaders set the
priorities in organizations, so when they're
engaged, il has a positive tnckle-down
effect Managers are more likely to suppart
diversity efiorls, and employees are more
likely o think the workplace is falr

As a nexd step, companies should push
deeper into their organization and
NGAaGE MAnagers o play a more aciive
role, Compared 1o senior leacers, fewer
managers say gencer diversity is a high
priority, and far fewer managers say 1hey
are actively working to improve divessity
and indlusion,

LEAN IN
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CASE STUDIES

Companies are putting
commitment into.action

Accountability pays off at NextRoll

What they did

Each year, NextRoll shares its results from Women in the Workplace and internal
employee surveys at a company-wide meeting, as well as concrete diversity targets
for the year ahead. Then, at subsequent all-hands meetings, the company updates
employees on progress and encourages them to ask questions and share input.
Members of the executive team also have a diversity andfor inclusion goal every
quarter, and the goals are publicly displayed at the company. Because leaders are
open about their goals—and talk about D&l as if it's every employee’s responsibility—
employees are more invested in reaching those goals,

Resuits
This strategy is paying off: from 2016 to 2019, women’s representation rose from 27
percent to 40 percent in senior management roles.

Committed leaders drive big gains at Nordstrom

What they did

In 2016, Nordstrom set a bold goal of increasing rep ion in their | lip to

better reflect their consumer base, which is 70 percent women, At the time, a majority

of their employees were women, but their leadership was mostly men. To kick-start

the initiative and get senior buy-in, Mordstrom's leadership took part in a “conscious
inclusion” program to better understand how bias plays out in the workplace. They then
identified four key “pillars™ that drive diversity and inclusion: talent, culture, marketplace,
and leadership. Each pillar was sponsored by a small team of executives who established
prog 1o drive prog —from diverse hiring slates to unconscious bias trainings—and

managed them like a critical part of the business.

Results

From 2016 to 2019, Nordstrom has seen remarkable gains: their efforts increased the
share of women in the C-suite from 7 percent to 40 percent, in SVP roles from 49 percent
to 63 percent, and on the board from 17 percent to 46 percent.

NORDSTROM

LEAN IN
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CASE STUDY

Companies are putting
commitment into action

#
Manager scorecards change the game at Sodexo sodexo

The challenge
Sodexo’s internal data showed that the share of women dropped sharply after entry level—which
reduced the number of women in the leadership pipeline.

What they did

In response, senior leaders implemented a two-step plan as part of their comprehensive D&I strategy.
They launched a "mentoring circles™ program—in which a small group of women from entry-level to
mid-evel managers meet monthly—to identify high-potential women in operational roles and help them
advance through the ranks. These women then took part in a year-long one-on-one mentorship program,

Sodexo also created a scorecard to hold managers accountable for their efforts on diversity and
inclusion. Sodexo leaders believe this has transformed the culture of the company.

If you're a manager or senior leader at Sodexo, 10 percent of your bonus is tied to your scorecard. You
can score up o 600 paints for hiring, premoting, and retaining more women and underepresented
groups. But the scorecard doesn't just measure numeric progress. You can score an extra 400 points if

you take other steps that improve Sodexo's culture by ing inclusive For instance,

you might set up a bias and inclusion training for your team, mentor of Sponsor women of people of
color, or sponsor Salogether, their internal women's employee resource group,

Sodexo monitors outcomes closely and refines the scorecards over time. For instance, the initial
scorecard points for ing quantitati P ion targets only, but feedback suggested

that Sodexo would see more widespread buy-in and less resi e if s were also r for
changing their behavior, changing their processes, and being more inclusive, So Sodexo added points
for inclusive actions to the scorecard, and coaches were assigned to work with managers on their
action plans to improve outcomes. Leadership believes this expanded focus has helped the company
meet its numeric goals faster, as well as made the culture more inclusive.

Results
Over the past five years, women's representation has increased by 10 percent on average at entry
and manager levels, more than 20 percent at the SVP level, and has doubled in the C-suite.

McKinsey
LEAN IN & —
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CONCLUSION

The path to equality is clear

After five years of the Women in the Workplace study—and a growing body of research from others in the
field on how to effectively suppor di ity and inc ies have what they need to succeed.
They know what the best practices are. They realize where the trouble spot is in the talent pipeline.
And they understand how vital equal epportunity and fairmess are to employees.

This is a critical moment. We can treat d ity like the perative it is, or we can treat it as
an optional initiative. We can build on the progress we've made, of we can lose momentum, We are
optimistic. This year we've seen more bright spots than ever before. We know companies are committed.
And the ions that are down on their diversity efforts are making real progress.

We hope companies take this year's repert as a roadmap for change—and a call to action.

LEAN IN MC{ﬁ(u!sev
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CORPORATE PIPELINE BY INDUSTRY

Industries have different talent pipelines

Although women are broadly underrepresented in corporate America, the talent pipeline varies
by industry. Some industries struggle to attract entry-level women i ing and i ial
manufacturing), while others fail to advance women Into middle management (transportation,
logistics, food distribution) or senior leadership (retail, healthcare).

REPRESENTATION OF WOMEN ACROSS INDUSTRIES

% OF WOMEN BY LEVEL

58, WasBoER!
ETEY LIV MANAGER  DRECTOR v P s
ASSET MANAGEMENT 4a% 0%
AND INSTITUTIONAL JA% 27% 23% 195
INVESTORS
BANKING AND S0% A% 8%
33%
CONSUMER FINANCE 27K £1s3
CONSUMER SI% 40% 3% aax
S w
ENERGY, UTILITIES, AND 5%

2T 26% 7

BASIC MATERIALS - 23% 26% 175

ENGINEERING AND 34%
INDUSTAIAL MANUFACTURING 21% 20% 20% 12% %
FOOD AND A6%
BEVERAGE DISTRIBUTION 26% 24% 16% 145 155
FOOD AND BEVERAGE S
MANUFACTURING e == L] 2% 6%
75% 69%
HEALTHCARE SYSTIMS St AT% a1% 1%
AND SERVICES
49%
3 3%
INSURANCE 34% 26% e
IT SERVICES AND 5%
TELECOM 3% 2% 2% 1B% 15%
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CORPORATE PIPELINE BY INDUSTRY

Industries have different talent pipelines

REPRESEMTATION OF WOMEN ACROSS INDUSTRIES (CONT.)

% OF WOMEN BY LEVEL

MEDH, AND ENTERTAINMENT

CIL AND GAS

PHARMACEUTICALS AND
MEDICAL PRODUCTS

PROFESSIONAL AND
INFORMATION SERVICES

PUBLIC AND
SOCIAL SECTOR

RESTAURANTS
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TECHNOLOGY:
HARDWARE

TECHNDLOGY:
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TRANSPORTATION. LOGISTICS,
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MANABIR
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Methodology

RESEARCH PARTICIPATION
This repent is based on research from 329 companies across
the United States and Canada, building on similar research
conducted annually by McKinsey & Company and Leanin.Org
since 2015, a5 well as research from McKinsey & Company
in 2012,
Participating companses from the private, public, and social
seclors submitted talent pipeline and / or policies and programs
data, In acdition, mare than 68,500 employees from 77
companies were suneyed on their workplace expenences
and we interviewed 3% women and men of different reces and
ethnicilies, LGETG women, and women with disabiliies at all
Ievels in thelr organizations for additional insights. W highligiht
case studies from seven companies that have shown significan
progress in increasing diversity over the last five years,
We grouped companies by industry to create benchmarks that
provide peer comparnisons. The number of companies from each
indusiry i as fallows:
- Assel o and 28
= Banking and Consumer Finance—28&
» Consumer Packaged Goods—5
- Energy, Utilities, and Basic Materials—12
-E g and Manufact 18
+ Food and Beverage Distribution—14
- Food and Beverage Manufacturing—20
= Healthcare Systems and Services—22
= Insurance—11
[T Services and Telecom—9
« Media and Entertainment—15
« Oil and Gas—12
= Pharmaceutical and Medical Products—21
« Professional and Information Services—13
« Public and Social Sector—14
+ Restavrams—17
= Retadl—11
« Tech - Hardware—13
- Tech - Software—26
=T ion, Logestics, and B
Compankes opted in o the study in response 1o invitations from
McKinsey & Company and Leanin.Org or by indicating interest
1hrough our public website. Participation in the Employee
Experience Sunvey was encouraged but optional,
Al data collection accued between May and August 2018,
Talert pipeline data reflects representation of men and women
as of December 31, 2018, a5 well a5 personnel changes
{e.g., cue to promotion, hiring, atirition) during 2018, Human
resource professionals provided information on gender
diversity palicies and programs on behalf of thelr company as of
December 31, 2018,

48 370 org, et ok data. O
LawFrmg. 459 Porcentages sum (o 950 due 10 rounding

LEAN IN
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PIPELINE DATA AND ANALYTICS
Overall metrics
All pipeline metrics (2.0, representation, promotion rates,
hiring shares, attrition rates) were inttially calculated for each
perticipating company. Company resulls were then averaged
for each industry and each indusiry's data was weighied by
the composition of the Fortune 500 in 2018, This enabled
us to avoid g or q 4
industries and better estimate rends over time based on each
year's sample of companies.
The industry breakdown of the Fortune 500 used for our
weighting™ was:

» Retail—17%

- Energy and Basic Materials—16%

+Finance—17%

 Tech=12%

+ Healthcare—&%

H and Manufact 9%

+ Food and Restaurants—7%

= Media and Enteriainment—4%

= Tr Logistics and Infr 5%

= Professional and Information Services—2%

«Engineering—2%

Definition of Job Levels

C categ: thelr empk Inte six levels based
on the following standard definitions, taking into account
reporing structure and salories, The levels and definitions
provided were:

« L1—C-suite level executives and presidens: CEQ and his o
her direct reports, ible for pany and
profitability {board members are not included in our primary
analyses)

» L2—Senior vice presidents: Senior leaders of the
organization with significant business unit or functional
oversight

« L3-Vice presidents: Leaders of the organization who repod
directly 10 sentor vice presidents

« L4—Seni tors: gers with
responsibility for multiple teams and discrete functions or
operating units

-L5 Employ who have
responsibility over a store, team, or project

- L6—Entry level: Employees who cammy out discrete tasks
and particpate an teams, typically In an office or corparate
setting (leld employees like cashiers or customer service
representatives are not included in our primary analyses)

giod pipeRng i basod on K4 privale sector fems and doss nof inchide Pubic and Socal Soctor arganizations o

McKinsey
& Company
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Metrics and Analytics

Talent pipeline data included the representation of men
and women (overall and, optionally, by racefethnicity).
Additionally, companies repored the number of men
and women who were hired, promoted, and who left the
company (overall and, optionally, by race/ethnicity),

Promotion and attrition rates were estimated for women

and men at each level Promotion rates were calculated by
dividing the number of promotions of thal gender into a level
Iy the start of the year number of employees of that gender
in 1he level below. Attrition rates were calculated by dividing
the number of each gender who left the company at a given
level by the rumber of employees of that gender in that
level at start-of-year, Hiring shares were calculated at each
level by dividing the number of hires of that gender by the
tatal number of hires at that level,

We anahyzed two scenaros fo exsmine the potential effect
of hiring and p on gender rep i
al the first manager level. Both scenarios sssume thal the
overall average rate of promaotions and hiring for men and
women remains constant going forward.

Current hiring and promotion trends: To consider the
implications of continuing progress at current rates, we
assumed that the trends in promation and hifing from the
last four years would continue going forward until women
reach equal hiring and promotion rates as men,

Equitable hiring and p ions™: To consider the
of hiring and 1o frst-level
ger, we women are and hired at
the same rates as men, refiecting the respeciive gender's
representation in the candidate pool.

EMPLOYEE EXPERIENCE SURVEY AND ANALYTICS
Survey Participation
‘68,500 employees from 77 companies elected to
participate in the Employee Expenence Survey. The survey
questions covered mulliple themes {e.g., the state of
diversity, equity, manager actions) as well as demographic
questions (e.4g.. age, tenure, sexual onentation,
family status).

and Multivari
Survey results ware reponed as an unweighted pooled
average of responses across companies, Many of the

Where we highlight differences between gendess or
oiher groups, we nighlight only those differences that are
substantial and reliable. To that end, all differences nated
in this report are statistically sigrificant at a 95 percent
confidence level using a two-tailed test and reflect a
difierence of at least five percentage points between
wo groups.

Factor Analysis
We used prior research, regression analyses, and a factor
analysis approach to identify the conditions and practices
most predictive of the folowing cutcomes: employees’
likelihood to recommend the company, desire to stay, and
happiness with career, To create the factors, we selected
the top questions shown by prior research to influence
employee satisfaction and retention that also showed

a strong pairwise comelation with one or more of the
outcome variables. Factor scores were created by applying
& principal axis factoring method and direct cblimin
rotation, Multiple lnear regression was used to quantity the
relationship between the facior scores and the outcomes
of interest. Findings reported highlight the faciors that
significantly predicted the three outcomes of interest

{p < 0.05) where the refationship was also meaningfully
large (B > 0.05)

DIVERSITY PROGRAMS AND POLICIES

Human resource professionats from 323 companies
provided information on gender diversity policies and
programs on behalf of their company. We report the
percentage of companies that have a program, policy, or
priarity out of the total number of companies that submitted
1his type of data.

‘QUALITATIVE INTERVIEWS

We conducted individual intenviews with 38 women

and men from W o from a range of i

including Automotive & Industrial Manutacturing, Food &
Beverage, Ol & Gas, Media & Entertainment, Technology,
and Transponation, Logistics & Infrastructure. Inerviewees
ware volunteers selected to refiect a range of levels,
functions, and. al groups. Our | focused
on wormen's workplace experiences in order 1o gain &
deeper understanding of the quantitative findings from
the employee survey. Indhadusl names, company names,
and any other identifying information were kept stricily

offered a fi 1, labeled scale (e.q. and are n thiss repart,

“strongly disagree” 1o "strongly agree’). Unless ctherwise

spedfied, analyses aggregated the top-two and bottom-

two boxes of the respanse scale (e.g., "somewhal agree”

and “strongly agree’).

50 T ey thange 1o et Manager kel B o 5 o there
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